AGREEMENT
between

TEAMSTERS LOCAL UNION 533

RENO-TAHOE ATRPORT AUTHORITY

Fiscal Years 2014 — 2015 and 2¢15 - 2016






TABLE OF CONTENTS
ARTICLE PAGE
AGREEMENT  wovewr .1
ARTICLE 1 [ [ 0. e A S —— 2
ARTICLE 2 RECCGGNITION ...ccouvinensns - - 3
A. RECOGNITION ..ccornrmsemmmsimsesmsiseississsssonissasissssssssmssssessessasarssisssssssns 3
B. REPORTING REQUIREMENTS.........cocoererrreemsermreesssmeeresesssemsesanssenes 3
C. REGULAR FULL-TIME EMPLOYEES .......ccccsvmmeimrmnnrerssnerensasenes 3
D. REGULAR PART-TIME EMPLOYEES.....c.counmmmmsncnrsiinssorssseses 4
E. PROBATIONARY EMPLOYEES. ........coisseserersmanrsssssesresssnsasises 4
F. SEASONAL AND/OR TEMPORARY EMPLOYEES........c.cocrerusrnnns 4
ARTICLE 3 MANAGEMENT RIGHTS 6
ARTICLE 4 PROHIBITED PRACTICES/NONDISCRIMINATION.... 7
A, AIRPORT AUTHORITY ..ccvrvrinrimsisscisnnssssisnssnissssmissessnssssssesssens 7
B. UNION/EMPLOYEES .....ccccocoiimmmenmnnsimsimssscssisns ettt ar b 7
C. NONDISCRIMINATION .....ccoeeiermierineninsiresmsormemsmereresssssseseresasesssonsns 8
ARTICLE 5 EMPLOYEE RIGHTS ...cccccsnsrencssscsriossasaansssnsnissnsasssneres 9
A. UNION MEMBERSHIP. ......covccenmmisrenninisimisenmmensmssmioniossessressnans 9
B. ACCESS TO PERSONNEL FILES.......ccocovmmmenvmsnierinmensuanineenerens 9
ARTICLE 6 UNION PRACTICES ...ccciviseissmsusasssrisissssasersssssasssssssassessrosspssissssasorsssasasioss 10
A. DUES DEDUCTION ...ccovniviireninimrssirsismisisssmisissiasssenassesisssssiaseaes 10
B. UNION ACTIVITIES ..ot sttt sesss s sscnssssis 10
C. UNION COMMUNICATIONS .....coeeireierrnenessecsesre e e s 11
D. EMPLOYEE REPRESENTATIVES.......o et 12
ARTICLE 7 LABOR/MANAGEMENT COMMITTEE ......ccocvsmsmesnsasssssoessasarssssessas 13
ARTICLE 8 BENEFITS... SR we 14
A. INSURANCE/INSURANCE COMMITTEE .......coconnnenennnereniens 14/15
B. VACATIONS ...ttt s sn s sase s s s s sees 16
1. Rate 0f ACCIUAL .....coverrrecceenreecnsienseee s nesssesanesssae s ssasssassesnscens 16
2. ELigibility PIOVISIONS .vcovrevssnacrersrernercsrsrsansiesssessssnsnsssarsorsesssnsaseses 16
I € 1<) - | OO PO 16
b. TermiNALION ...ccovieiivisinasersimssesssismmisinessisnsasssstansess sisssassssssonss 16
c. Holidays, Leaves of Absence or lilness
Occurring During VAcation .........oeceeeececerssmmsmnrniesssscsesnins 16
RTAA/Teamsters Agreement i

FY 14-15 thm 15-18

AGREEMENT




ARTICLE § BENEFITS (CONTINUED)
B. VACATIONS (CONTINUED)
3. Vacation Pay ... s 16
4. Vacation Scheduling ........ccovririeccrmenremnecsersemmmmrsennesscsmasssssesnans 17
5. Accumulation of Vacation ..., 17
6. Death of an EmMPIOYEE .......covivrimirirnrsminnssiinsc s iinissessisasanaes 17
C. HOLIDAYS ...ocoorocrriimrencnrrresssnsasassssessacscessasstsssssemsaseseesressssasssssssss 18
a. Bligibility ReqUITEINENTS ...evvererieirerrmrerrieesesnmenmmsosmmsessesssseesanenns 18
D. MISCELLANEOUS BENEFTTS ......ccotmmommommmnomsmoenssms 19
E. RETIREMENT ...ccooioieermrscresnneesssnnsassssssessenssusssintassessssmssssssasass 19
F. LONGEVITY PAY ..ot scssscs s sassssssanes 19/20
G. ONTHE JOB INJURY .ovcevernminmnnnnicsessesesnmsssissonsasssrssmssnsssessssrans 20
H. TERMS OF VOLUNTARY EARLY SEPARATION .....ccccecenerrunne 21
I. BILINGUAL PAY ..oeeceereerccececneenmeresrsnsaresessrensensmeresassssssasssnenss 21
ARTICLE § . POSITION OPENINGS AND EXAMINATIONS 22
ARTICLE 10 PROBATION/PROMOTION/DEMOTION 23
A, INITTIAL PROBATION .....oooirereremerrrrriensssessneemrersesmseseresssssaessssssarosss 23
B. PROMOTION ....coeivecereacrcresmscsmseemsersssressesseessessesasessussemssnssssansasssssssns 23
C. DEMOTION ...oviiecreriessmsnrnsrssnsessensssinsssasmssssnssssssmsmsssssssnsssessssasssasenss 24
ARTICLE 11 TEMPORARY ASSIGNMENT TO HIGHER POSITION...c.ccousssassnses 25
A. AUTHORITY'S RIGHT TO ASSIGN ....ccccermimenmmmmmninssmresssnscsssnsnes 25
B. COMPENSATION.....cocomierimessasissnssssnsairessessrsaremsomsensasrsasnssssesssssssssanss 25
ARTICLE 12 ESTABLISHMENT OF NEW POSITIONS . 27
ARTICLE 13 SCOPE OF POSITION DUTIES 28
ARTICLE 14 REDUCTION IN FORCE/LAYOFF ; ' 29
ARTICLE 15 GRIEVANCE PROCEDURE .......ccocccnumsececsnasesns 31
ARTICLE 16 DISCIPLINE......... 34
A DEFINITION ....oocoiiiiismmssnieinseinesmsisiisassssnsnssssssmsnssesessssssssssssssns 34
B. PROCEDURES FOR DISCIPLINE .....cocooviceemcerrnnrcsenmosmmmesirsssesssssenss 34
1. Verbal Reprimand .......ccccvverecerereninnroninissesesesereammeesasnsssossssasenss 34
2. Written Reprimand .........ecccceceemrcrmmreeemrrseenssnmrrrsecsssnsonsesssssisssans 34
3, SUSPEDSION 1rvvvvremmrsssesserassmsassssssssnssatamsnsmsssssssscsasssstsnssnssesassasaios 35
4. DISCHAIZE evvevrerrererremstiesrnerrsesserninsinrssssrssasssssmssssessrastasssssasssssanss 35
TN oo 1 OO O 35
C. WRITTEN NOTIFICATION...cicccuvssecmssmmercansasinsosssarsirassisisesssnsrorssasasse 35
ARTICLE 17 DISCHARGE .......... e 36
A, DEFINITION ..cvrvrvrvsuresserssnrsssnsessmsessssssssnsnsssassasasssssasessssnsassssesstsssses 36
B. EMPLOYEES' RIGHT TO REPRESENTATION ........ ossresrersmnnsanes 36
C. PROCEDURE FOR DISCHARGE ....coiueieinmirescnimessmmmonessiscens 36
RTAA/Teamsters Agreement ii

BV 14 18 #hea T8 14



ARTICLE 18 REST/MEAL BREAKS... ' - 38

ARTICLE 19 SAFETY AND HEALTH ....ccoversesrsasassrssrsssesnsssssassnssassnssassnorns 40
AL DEFINITION ..cooviriirircrerrinrnnemenisrernsisiaieiseermsemssrsssssssssnesssssssasasnssssres 40

B. JOINT SAFETY COMMITTEE.........cccocvireeimrricnnrresrisrarssssssensmmsassns 40

C. SAFETY EQUIPMENT .....oiceetmserienrsnenssaeesrsnsssssessssresssessssseseesss 41

D. HEARING EXAMINATIONS ...vineecimenmnesnmiseneresssnisssesossisassersenens 41

E. COMMUNICABLE DISEASES &TOXIC/HAZARDOUS WASTE. 41

ARTICLE 20 PHYSICAL EXAMINATIONS........ . .43
ARTICLE 21 UNIFORMS/PROTECTIVE CLOTHING/EQUIPMENT ....veivseeeasasoaer 44
A, UNIFORMS ..o iieccrcesirstrcsicesesinsssssscsssssessessissssosssesssssassnssssssnsnsases 44

B. TOOLS AND EQUIPMENT ....ocvecemrmsersssrrenssenmssearssassesnsrmasssessssess 44

C. STOLEN OR DAMAGED UNIFORMS/TOOLS/EQUIPMENT....... 44

ARTICLE 22 LEAVES OF ABSENCE 45
A, DEFINITION ...oocorvciieieriinirinsessisesisminesssssssiessosserssssssnsesessassssssssss ves 45

B. LEAVES OF ABSENCE WITH PAY ....ooiciivicmeiiinnsiescnsssesssnsesoenns 45

1. Military Leave .......cccurerccesennenns Cretersenrarressasanare e s e aeaasrsessseans 45

2 SICK LAV .cerrerirereeereiriersresssessnssnsrsimsssssessivasssersiosessasssssonsesasssssens 45

8. SICK LeBVE USE .vvivriirenaneriearnsrnianiesierensissssesssssessnsnesass ssasssnss 45

b. Charge to Time Cards .....ccovveverrvrerestemeerrerierersnssessessssensress 45

c. Sick Leave in Lieu of Vacation TIME .....ceccoveveccecriierieerenenses 45

d. Death of an EMPIOYEE ....ccveeerrererrenncnnncnineenecsrsrenssnssasssasesns 46

3. Bereavement LEAVE .....ccerreeereerinsiriesisisensssstsessissmeressessessesrense ses 46

4. TULY DULY wceecomrnnsreereresensssesessssscsssssssessssancensssssssssssasssssssasassmsesss 46

C. LEAVES OF ABSENCE WITHOUT PAY .cvcvvvirisivrmrinenneressinacsessens 46

L. MEAICAL ...ecereeeencieere e et et b st st et s es s 47

2. PEISONAL ....occviereree et cssisense e sisessesamaes s e sae s s saesassssenssnasons 47

D. EFFECT OF LOA’S WITHOUT PAY ON EMPLOYEE BENEFITS47

E. PROCEDURES AND RESPONSIBILITIES ......ccveeererersererroressasareas 47

1. EMPIOYEE .corvvinicrinrcsmirns i esssmassssssesssssisarnsones 47

2. Supervisor/Department Head .........ccocovererececrernnenninscrsesienesnnsecnes 48

3. President/CEO ....ocoeeieeieeeriecsssssesens e ssssnsssssbessesesasessarmssssssasacs 48

F. SICK LEAVE CASH OUT PROGRAM .....coierrimrrervecminnensnsenssnensenes 48

1 ADNUAL oot st sase s ees s s sr s sas e renresmesteresa s snesns 48

2. UPOD SEPATAION ..cererereereeneasassroerersrassmsmnsssmsrssissssnessmsssnssressassesseses 49

ARTICLE 23 EDUCATION AND DEVELOPMENT . 50
ARTICLE 24 COMPENSATION ..ccconnvenaens - 51
A, SALARY SCHEDULE .....ccoieveiieiesierircieenecseesanssessnssesssesssossasassnrasssss 51

1. Salary RANgES ...vciemineimimicemesasinsssesssemesssisas sassaens 51

2. Performance Evaluations ......ceececcsieicssemseserssssersssssessessensosss 51

B. WORK DAY DEFINED ....ooevvetvinsrnsecrersrsersmansassssessncsesnsrarasessassssasssss 52

C. OVERTIME ..oivcreeserirmrneieressmsnissmmessessssvssssessessasssssesssssssnerasssvasesssssats 53

D. CALL BACK ....covrurne. eerate e et e s b b s SR s SRR eSSt e 54

E. STANDBY ALERT .....viiiiirceniverunisscarsarsmsnssrssornssessesssassssannesiass soses 55

F. SNOW REMOVAL/SNOW REMOVAL STANDBY ....ccccccvuvrnrrrrneees 55

RTAA/Teamsters Agreement 1ii

FV 14218 then 151K



ARTICLE 25 LICENSES AND FEES
- A. LICENSE FEES

ARTICLE 26 GENERAL PROVISIONS....

A. AMENDMENT

C. NOTICES

D. SAVINGS CLAUSE

F. GOVERNING LAWS
ARTICLE 27
ARTICLE 28 SHIFT DIFFERENTIAL
ARTICLE 29 SHIFT BIDDING/SHIFT SCHEDULES..
ARTICLE 30 DISTRIBUTION OF AGREEMENT ...
ARTICLE 31 DURATION OF AGREEMENT
SIGNATURES UNION AND AUTHORITY
APPENDIX 1 DEFINITIONS
APPENDIX 2
APPENDIX 3 DISCIPLINARY ACTION FORM
APPENDIX 4 BARGAINING UNIT POSITIONS
APPENDIX 5a SALARY RANGES 2014 - 2015
APPENDIX 5b SALARY RANGES 2015 - 2016
APPENDIX 6 REPORT OF GRIEVANCE FORM
RTAA/Teamsters Agreement

SHIFT PREFERENCE FORM ....cceeeesaens SSsssessse

-----------------------------------------------------------------------------------

-----------------------------------------------------------------------------------

------------------------------------------------

--------------------------------------------

E. STRIKES AND LOCKOUTS ....coccommrrrreenremcnrens

SECONDARY EMPLCYMENT/OUTSIDE ACTIVITIES

66-63
69

70

71

w12

73

74

---------------------------

iv



AGREEMENT

This Agreement is made and entered into, pursuant to Chapter 288 of the Nevada Revised
Statutes (NRS 288), by and between the RENO-TAHOE AIRPORT AUTHORITY, a quasi-
municipal corporation of the State of Nevada (bereinafter called the “AIRPORT
AUTHORITY”); and the INTERNATIONAL BROTHERHOOD OF TEAMSTERS, LOCAL
533 (hereinafter called the “UNION™) this 1st day of July, 2014.
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ARTICLE 1 - INTENT

WHEREAS, the AIRPORT AUTHORITY is a body corporate, politic and a quasi-municipal
corporation established to provide service to the public and must remain open and operational at
all times and is the owner and operator of Reno/Tahoe International Airport and Reno Stead

Airport (hereinafter collectively referred to as "Airport"); and

WHEREAS, the UNION is the exclusive representative of all employees covered by this
Agreement pursuant to NRS 288; and

WHEREAS, the parties desire to assure sound and mutually beneficial economic and
employment relations between the parties hereto; to provide a respectful, orderly and peaceful
means of conducting negotiations, exchanging communications and points of view, and have as
their purpose the promotion of a responsible, mutually co-operative labor relations policy and the
establishment of procedures to orderly and equitably resolve misunderstandings, grievances, and

complaints; and

WHEREAS, it is the desire and intent of the AIRPORT AUTHORITY and the UNION to enter
into an Agreement which shall reflect the requirements and intent of NRS 288 and all other

applicable laws;

NOW, THEREFORE, it is hereby agreed between the parties as follows:
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ARTICLE 2 - RECOGNITION

A, RECOGNITION. The ATRPORT AUTHORITY recognizes the UNION as the sole and
exclusive bargaining agent for all regular full-time and regular part-time employees
filling those positions listed in or added to Appendix 5 attached hereto and incorporated
by reference herein and made a part of this Agreement. This recognition is granted for the
period during which the UNION qualifies as the exclusive representative of those
employees under the provisions of NRS 288.

B. REPORTING REQUIREZMENTS. The AIRPORT AUTHORITY will supply the
following to the UNION:

1. At least quarterly?, an updated and complete list of members of the UNION.

2. Within sixty (60) days after the open enrollment insurance period, a report of
what type of insurance coverage the UNION employees have chosen. This report
will include by department/section, by individual, their election, cost, and total
monthly cost to the AIRPORT AUTHORITY.

3. On an annual basis, within thirty (30) days of December 31, an updated and
complete list of all UNION employees who received longevity pay, the amount
paid to each, and the total paid for all covered employees.

4, Within thirty (30) days of the close of each fiscal year an updated and complete
list of all UNION employees who participated in the tuition reimbursement
program and the amount reimbursed to each.

5. Copies of each Requisition of Employment for temporary employees filling
positions covered by this bargaining Agreement. Upon separation of each
temporary employee, notification of such termination date.

6. At least quarterly, an updated and complete report of UNION representative hours
utilized.

7. A copy of all notices, memos, administrative reports, minutes, efc. and any other
information or documentation that is distributed to the AIRPORT AUTHORITY
Board of Trustees that is non-privileged and that is subject to the "Open Records”
law. This information shall be provided to the UNION at the same time that the
normal and routine distribution is made to the Board of Trustees.

C. REGULAR FULL-TIME EMPLOYEES. A regular full-time employee is an employee
filling a budgeted position under the jurisdiction of this Agreement (including employees
temporarily assigned to a higher position pursuant to Article 11} for at least forty (40)
hours per week who has completed the probationary period referenced in Article 10.
Regular full-time employees shall be entitled to all applicable pay, benefits, and accruals
provided for in this Agreement.
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D. REGULAR PART-TIME EMPLCYEES

1. A regular part-time employee is an employee filling any budgeted position under
the jurisdiction of this Agreement (including employees temporarily assigned to-a
higher position pursuant to Article 11) for at least twenty (20) hours per week
who has completed the probationary period referenced in Article 10.

E. PROBATIONARY EMPLOYEES. A probationary employee is an employee filling a
budgeted position under the jurisdiction of this Agreement during the probationary period
referenced in Article 10. Except as provided in Article 10, probationary employees are
not represented by the UNION nor covered under the terms of this Agreement,

o SEASCNAL AND/OR TEMPORARY EMPLOYEES

1. Seasonal and/or Temporary employees are not represented by the UNION or
covered under this Agreement. A "seasonal and/or temporary employee" is an
employee hired by the AIRPORT AUTHORITY for the purpose of doing work,
which is of a seasonal or temporary nature, not to exceed six (6) months from date

of hire.

2. The AIRPORT AUTHORITY will notify the UNION prior to the hiring of a
seasonal and/or temporary worker.

3. No seasonal and/or temporary employee shall be hired to fill a regular budgeted
position represented by the UNION for a period greater than six (6) months unless
mutually agreed upon by both parties. Thereafter the regular budgeted position
may only be filled with a regular employee. Seasonal and/or temporary employees
are only eligible for those benefits required by law. Seasonal and/or temporary
employees who become regular full-time or regular part-time employees will
commence accruing benefits, as applicable, from the date of hire as a regular full-

time or regular part-time employee.

4, It shall be the intent of the ATRPORT AUTHORITY not to utilize leased, intern,
on-call, student, convict, emergency, management, professional, contract or
seasonal and/or temporary employees to permanently occupy those UNION
positions covered by this Agreement. The AIRPORT AUTHORITY will notify
the UNION, in writing, of the hiring of any of the classifications of employees
mentioned in this paragraph. The UNION recognizes the importance of assisting
students to develop job experience, and desites to work with the AIRPORT
AUTHORITY and the school district to develop a unique program to address this

issue.

Nothing in this paragraph 4 shall prohibit the AIRPORT AUTHORITY from
utilizing contract services to perform restroom cleaning of public restrooms
during the graveyard shift. Provided that any and all other duties currently
performed on the graveyard shift by employees covered under this Agreement
(including but not limited to the cleaning of the restrooms not to be cleaned by
contract services), shall continue to be performed by employees covered under
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this Agreement. Provided further that no employees covered under this
agreement shall be laid off as a direct result of the commencement of the use of

such contract services.
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ARTICLE 3 - MANAGEMENT RIGHTS

A, Those subject matters which are not within the scope of mandatory bargaining and which
are reserved to the AIRPORT AUTHORITY pursuant to NRS 288 without negotiation

include:

L. The right to hire, direct, assign or transfer an employee, but excluding the right to
assign or transfer an employee as a form of discipline.

2. The right to reduce in force or lay off any employee because of lack of work or
lack of funds, subject to NRS 288.150.2. (v).

3. The right to determine:

a, Appropriate staffing levels and work performance standards, except for
safety considerations;

b. The content of the work day, including, without limitation, work load
factors, except for safety considerations;

c. The quality and quantity of services to be offered to the public; and

d. The means and methods of offering those services.

4. Safety of the public.

B. Notwithstanding the provisions of any collective bargaining agreement negotiated
pursnant to NRS 288, the AIRPORT AUTHORITY is entitled to take whatever actions
may be necessary to carry out its responsibilities in situations of emergency such as riof,
military action, natural disaster or civil disorder. Those actions may include suspension of
any collective bargaining agreement for the duration of the emergency. Any action taken
under NRS 288.150(4) must not be construed as a failure to negotiate in good faith.

C. NRS 288 recognizes and declares the ultimate right and responsibility of the AIRPORT
AUTHORITY to manage its operation in the most efficient manner consistent with the
best interests of members of the public and its employees. The parties agree that the
AIRPORT AUTHORITY will do so in a manner that is consistent with the provisions of

this Agreement.

D. This Article does not preclude, but NRS 288 does not require, that the AIRPORT
AUTHORITY negotiate matters which are outside the scope of mandatory bargaining;
however, the AIRPORT AUTHORITY shall discuss subject matters outside the scope of
mandatory bargaining but it is not required to negotiate those matters.

E. The AIRPORT AUTHORITY'S intent shall be to offer all employees, who continue o
meet performance standards, employment security through reassignment and retraining
even if their present jobs are eliminated.
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ARTICLE 4 - PROEIBITED PRACTICES/NONDISCRIMINATION.

A.  AIRPORT AUTHORITY. It is a prohibited practice for the AIRPORT AUTHORITY,
or its designated representative, willfully to:

1.

Interfere, restrain, or coerce any employee in the exercise of any right guaranteed
under NRS 288.

Dominate, interfere with, or assist in the formation or administration of any
employee organization.

Discriminate in regard to hiring, tenure, or any term or condition of employment
to encourage or discourage membership in any employee organization.

Discharge or otherwise discriminate against any employee because he/she has
signed or filed an affidavit, petition, or complaint, or given any information or
testimony pursuant to NRS 288 or because he/she has formed, joined or chosen to
be represented by any employee organization.

Refuse to bargain collectively in good faith with the exclusive representative as
required in NRS 288.150. Bargaining collectively includes the entire bargaining
process, including mediation and fact-finding, provided for in NRS 288.

Fail to provide the information required by NRS 288.180.

A complaint alleging a violation of 1 - 6, above, may be submitted by either an
employee or by the UNION, for itself or on any employee's behalf, and shall be
submitted to the Local Government Employee-Management Relations Board
(EMRB) or shall be subject to the Grievance Procedure set out in Article 15.

B. UNION/EMPLOYEES. It is a prohibited practice for the UNION, its designated agent,
or any employee willfully to:

1.

| RTAA/Teamsters Agreement

Interfere with, restrain, or coerce any employee in the exercise of any right
guaranteed under NRS 288.

Refuse to bargain collectively in good faith with the AIRPORT AUTHORITY, if
it is an exclusive representative, as required in NRS 288.150. Bargaining
collectively includes the entire bargaining process, including mediation and fact-
finding, provided for in NRS 288,

Fail to provide the information required by NRS 288.180.
A complaint alleging a violation of 1 — 3, above, may be submitted by the

AIRPORT AUTHORITY, and shall be submitted to the EMRB or shall be subject
to the Grievance Procedure set out in Article 135,
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C. NONDISCRIMINATION

L. The parties agree not to unlawfully discriminate against any employee based on
any state or federally protected category.

2. Any complaint alleging a violation of 1, above, shall be submitted to Human
Resources and/or the UNION, Employees may also submit the complaint to the
appropriate administrative agencies having responsibility for enforcing state or
federal laws governing nondiscrimination in employment. Discrimination
complaints may be subject to the Grievance Procedure but in no event may go

beyond the Mediation step.

3. The AIRPORT AUTHORITY and the UNION shall share equally the
responsibility for applying this provision of this Agreement.
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ARTICLE 5 - EMPLOYEE RIGHTS

A,  UNION MEMBERSHIP. The AIRPORT AUTHORITY shall not interfere with,
restrain, or coerce any employee in the exercise of any right guaranteed under NRS 288,
including the right to form, join or choose to be represented by any employee
organization and/or the right to file an affidavit, petition or complaint or give information

or testimony pursuant to NRS 288.

B. ACCESS TO PERSONNEL FILES. The AIRPORT AUTHORITY shall provide
access to an employee's personnel files only to the employee, his’her representative
designated in writing, employees of the Human Resources Section, ATRPORT
AUTHORITY staff legal counsel, and those management personnel in the employee's
chain of command, from Supervisor to the President/CEO.

1. Employee Access to his/her Own Records. An employee shall be entitled to view
his/her complete personnel file at all reasonable times during regular business
hours (Monday through Friday, 8:00 a.m. — 5:00 p.m., excluding recognized paid
holidays). An employee who feels that the contents of his/her personnel file is not
accurate, timely, or complete may submit pertinent comments in writing for
inclusion in his/her file. An employee may not remove any document from his/her
file, but may request such removal through his/her Supervisor, Department Head
or Department Director to the Director of Human Resources.

The AIRPORT AUTHORITY shall not allow access to nor give any material or
copies of any material contained in an employee's personnel file to, or discuss the
contents with, any third party unless so mandated by a government agency, a
court of competent jurisdiction, or any applicable law, rule, or regulation without
the express written approval of the employee.

2. Employee Designated Representative Access to Employee File. An employee will
notify the Director of Human Resources, in writing, that his/her designated
representative be-allowed access to the employee's file, This notification will be
recognized for the period of five (5) consecutive working days (Monday through
Friday, 8:00 am. — 5:00 p.m., excluding recognized paid holidays) unless
stipulated otherwise.

3. An employee shall be entitled, upon request, to a copy of any material in his/her
file. Such request shall not be denied by the AIRPORT AUTHORITY.

4. No adverse material will be placed in an employee's official personnel file unless
a copy of same is first provided to the employee for his/her signed
acknowledgment. The employee shall be given an opportunity to submit
explanatory remarks for the record.

5. The official personnel files shall be those personnel files maintained in the Human
Resources office.
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ARTICLE 6 - UNION PRACTICES

A DUES DEDUCTION

1. Upon receipt of a written authorization from each employee so desiring, the
ATRPORT AUTHORITY shall make payroll deductions in an amount sufficient
to provide for the payment of regular dues established by the UNION and remit
such deductions to the appropriate officer designated by the UNION. Upon
receipt of the written authorization referenced above, the AIRPORT
AUTHORITY will endeavor to begin dues deductions in a timely manner, but not
later than thirty (30) calendar days from receipt of such authorization. The
UNION shall give the AIRPORT AUTHORITY thirty (30) calendar days written
notice prior to any changes of dues.

2. The AIRPORT AUTHORITY recognizes the UNION’s By-Laws, which provide
for enrollment or withdrawal at any time. However, on withdrawal by an
employee from UNION membership, the AIRPORT AUTHORITY shall continue
to collect dues from that employee through payroll deduction through the first full
pay period ending prior to June 30.

3. The UNION shall indermify and hold the AIRPORT AUTHORITY harmless
against any and all claims, demands, suits, and all other forms of liability which
shall arise out of or by reason of action taken or not taken by the AIRPORT
AUTHORITY under the provisions of this Article or at the request of the UNION

pursuant to this Article,

B. UNION ACTIVITIES

1. From time to time AIRPORT AUTHORITY management may request a meeting
with one or more employee representatives, as defined in D, below. This meeting
time will be mutually agreed upon. There shall be no loss of pay for employee
representatives who participate in such a meeting. This meeting time shall not be
deducted from the allowance stated in B8, below.

2. There shall be no loss of pay for no more than four (4) employee representatives
bargaining collectively with management or for no more than two (2) employee
representatives during mediation, fact-finding and arbitration with management.
There shall be no loss of pay for no more than one (1) employee representative
who participates in disciplinary or discharge proceedings with management.

Such representatives shall provide advance notice to their Supervisors, in writing,
of such proceedings. It is understood that release time is subject to AIRPORT
AUTHORITY scheduling requirements; however such release time shall not be
unreasonably denied. Any denial shall be in writing and received by the
representative in a timely manner.

4, When an aggrieved employee must attend any meeting or hearing that is part of
the Grievance Procedure set forth in Article 15, the grievant and his/her employee
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representative (not to exceed one (1) as defined in B.2., above) shall be released
from duty to attend without loss of pay.

4, The UNION has the right, on behalf of all or any portion of its bargaining unit, to
file a grievance or initiate the grievance process pursuant to Article 15.

5. Employee representatives and/or employees who are witnesses in matters relating
to employee grievance hearings or meetings, employee disciplinary meetings, and
employee suspension or termination meetings shall be allowed to attend such
meetings during the employee's normal working hours without loss of pay.

6. The ATRPORT AUTHORITY agrees to allow UNION meefings to be held on
AIRPORT AUTHORITY property during working hours on alternate months.
Meetings will not exceed one (1) hour's duration. Any time used by UNION
members for such meetings shall be deducted from the time allotted in 8, below.
Employees will not recetve any compensation for attendance at UNION meetings
held beyond their regularly scheduled work Lours.

7. The UNION may request use of AIRPORT AUTHORITY conference rooms and
similar building facilities for meetings with employees in its bargaining unit. Use
of AIRPORT AUTHORITY mesting facilities is subject to prior scheduling. The
UNION will give the AIRPORT AUTHORITY twenty- four (24) hours advance
notice of its intent to use AIRPORT AUTHORITY meeting facilities.

8. When attending to the duties provided for herein or attending Union meetings
during work hours, employee representatives/Union members shall be on
compensated release time up to a cumulative fotal of four hundred (400) hours per
fiscal year, not to include any reasonable number of hours expended for UNION
activities delineated in B 1-5, above.

Such representatives/Union members shall contact their Supervisor when
responding to UNION business/meetings during regular work hours. It is
understood that release time is subject to Supervisor approval and AIRPORT
AUTHORITY scheduling requirements; however, such release time shafl not be
unreasonably denied. If the employee’s Supervisor is unavailable, notification
will be provided via voice mail or e-mail.

9. The UNION representatives/members shall be responsible for properly coding
their time cards to accurately reflect the utilization of these hours, including
documentation on their respective time cards as to general UNION activities

performed.

C. UNION COMMUNICATIONS

1. The UNION may post notices involving UNION business on bulletin boards to be
provided and installed by the AIRPORT AUTHORITY. The bulletin boards will be
installed in locations having reasonable access and visibility. Access to the bulletin
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boards, if locked and/or enclosed, shall be limited to AIRPORT AUTHORITY
management and authorized UNION representatives,

2. Employee representatives will make all reasonable efforts to meet with UNION
members to discuss UNION business outside of the affected employees’
scheduled work time. However, the AIRPORT AUTHORITY recognizes there
may be instances when it is necessary for employee representatives to meet with
UNION membets or fo visit work areas to verify working conditions, during
AIRPORT AUTHORITY time. In such instances, the employee representative |
will give the employee's Supervisor advance notice of such meeting or visit and
obtain that Supervisor's approval. Further, the time allotted for such meeting or
visit shall be at the sole discretion of the Supervisor. Any time used by employee
representatives or UNION members for such meetings or visits shall be deducted
from the time allotted in B, above.

D. EMPLOYEE REPRESENTATIVES

1. Subject to NRS 288.140(2) and Article 15 (Grievance Procedure), the ATRPORT
AUTHORITY -recognizes and agrees to deal solely with authorized
representatives of the UNION on all matters covered by this Agreement.

2. The selection of employee representatives (representatives of UNION employed
by the AIRPORT AUTHORITY) is the responsibility of the UNION: provided,
however, that the total number of authorized employee representatives shall not
exceed - fifteen (15). This number shall include employee grievance
representatives, members of the UNION negotiating team and UNION
representatives to joint committees (e.g., labor management, safety, insurance).

3. The UNION shall provide the AIRPORT AUTHORITY’s Director of Human
Resources with a list of authorized employee representatives on June 1st and
January 1st (or the closest regular business day immediately thereafter) of each
year and shall maintain its currency.
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ARTICLE 7 - LABOR/MANAGEMENT COMMIZITEE

A, The Labor/Management Committee shall be composed of three (3) representatives, one
(1) of which may be a non-employee representative of the UNION and three (3)
representatives of the AIRPORT AUTHORITY. UNION Committee representatives
shall be appointed by the UNION and Management Committee representatives shall be
appoinfed by the President/CEO. Representatives of the Committee shall serve at the
pleasure of the appointing party. The Committee shall meet whenever the need arises, or
upon the call of either party, at a date and time mutually agreed upon, but no longer than
seven (7) working days after the call by either of the parties.

The meetings shall be for the purpose of:
1. Discussing the administration of this Agreement;
2. Exchanging general information of interest to the parties; and

3. Giving the UNION representatives the opportunity to share the views and/or to
make suggestions on subjects of interest relevant to their membership.

B. In order to allow for work schedule adjustments, the Committee will notify all
representatives and their Supervisors of the locations, dates, and times of committee

meetings.

C. UNION Committee representatives shall not lose pay for time spent in any meetings
authorized by the provisions of this Article. Time spent in any meeting authorized by the
provisions of the Article shall be construed as time worked for the purpose of computing
overtime only if the time spent falls within the employee’s regularly scheduled work

hours,

D. Resolutions reached as a result of Committee discussions shall be reduced to writing,
initialed by the principals and posted on employee bulletin boards.

[ RTAA/Teamsters Agreement 13

FY 14-15 thru 15-16



ARTICLE 8 - BENEFITS

A, INSURANCE

1. The AIRPORT AUTHORITY shall offer the following insurance benefits fo
employees and their dependents:

oo oo oo

Medical Insurance;

Dental Insurance;

Vision Insurance;

Life Insurance;

Long Term Disability (full-time employees only)

Such other insurance benefits as may be mutvally agreed upon by the
ATRPORT AUTHORITY and the UNION.

Full-time or part-time employees will be eligible for the above insurance benefits
on the first day of the next month after completion of two (2) months of
continuous service with the AIRPORT AUTHORITY.

2. Premium Contributions

a.

Effective upon the signing of this Agreement, the AIRPORT AUTHORITY
shall pay employee and dependent premiums for the coverage listed in 1.a. —
1.f., above, subject to the following limitations:

1. Full-Time Employees -

Employee Only Coverage 100%
Spouse Coverage 85%
Child(ren) Coverage 85%
Family Coverage 85%

2. Part-Time Employees -

Employee Only Coverage 50%
Spouse Coverage 50%
Child(ren) Coverage 50%
Family Coverage 50%

The employee will be responsible for any premium amount in excess of the
above percentages via automatic payroll deduction.

In lieu of any retroactivity on the premium contributions, employees with
dependent coverage, employed as of the signing of this Agreement, shall
receive one lmmdred dollars ($100) on the first full paycheck after this
Agreement is signed, provided it is signed on or before August 29, 2014,

14
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b. Spousal Waiver: Effective July 1, 2014, if an employee’s spouse has
alternate healthcare coverage and the employee elects to remove that spouse
from his/her current ATRPORT AUTHORITY coverage, the employee will be
eligible to receive fifty dollars ($50) per month added to his/her regular

paycheck.

To receive this money, the employee must specifically ask to invoke this
waiver and receipt of the fifty dollars ($50) per month will become effective
on the first full paycheck after the employee provides satisfactory proof of
his/her spouse’s alternate coverage. Waiver monies will not be paid
retroactively.

3. Dependent Eligibility. Insurance plan provisions require that dependents must
meet certain eligibility requirements to be eligible for coverage under the
AIRPORT AUTHORITY’S plan. Employees are responsible for notifying
Human Resources in writing within forty-five (45) days of any family status
change that may make their dependents ineligible for continued coverage., Failure
to notify Human Resources of a change within this timeframe may result in: (1)
the employee being required to pay premiums for coverage that a dependent does
not have until the next open enrollment period, (2) the employee being
responsible for expenses incurred by dependents who are no longer eligible for
coverage, and (3) may result in disciplinary action up to and including
termination.

4, Insurance Committee. The ATRPORT AUTHORITY and the UNION will
cooperate in the continuing objective of obtaining the highest level of employee
group insurance benefits within reasonable and realistic budgstary constraints.
The Insurance Committee shall be the exclusive representative of management
and employees to research, analyze, and formulate final recommendations to the
President/CEQ involving all matters regarding group insurance programs (e.g.,
modifications to existing programs or implementation of new programs) for
presentation to the AIRPORT AUTHORITY Board of Trustees.

Such Committee shall be comprised of two (2) representatives of the UNION, one
(1) representative of the Airport Authority Police Officers Protective Association,
and three (3) representatives of the AIRPORT AUTHORITY.  These
representatives shall establish ground rules governing the conduct of business by
the Insurance Committee.

The UNION agrees to abide by all recommendations of the Insurance Committee
and that recommendations of the Committee will not be subject to grievance by
individual employees. If either the President/CEO or the Board of Trustees
chooses not to act on the recommendations of the Insurance Committee and a
dispute arises, the parties agree to reopen negotiations on the Group Insurance
Provisions of this Article pursuant to the requirements of NRS 288 for contractual
negotiation, including mediation, and binding fact-finding.
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B.  VACATIONS

1. Rate of Accrual.

a. Any employee who has been continuously employed by the AIRPORT
AUTHORITY shall be credited vacation hours for each full pay period as

follows:
Full-Time Part-Time
Less than 5 years 4.5 hrs 2 hrs
5 years, less than 10 years 5.5 hrs 2.5 hrs
10 years, less than 15 years 6.5 hrs 3 hrs
15 years, less than 20 years 7.5 hrs 3.5 hrs
20 years or more 8 brs 4 hrs

Continuous service shall be defined as a period of employment which has not
been interrupted by more than thirty (30) consecutive calendar days at any
one time, except by authorized leave of absence with pay, sick leave,
vacation, or military leave of absence.

b. Employees earn vacation hours from the date of employment but will not be
eligible to use paid vacation untit completion of their first six (6) months of
service. On the first day following the employee's first six (6) months of
service, the employee shall be credited with all vacation accrued.

2. Eligibility Provisions.
a. General. Vacation benefits apply to all regular employees.

b. Termination. An employee who terminates employment with the AIRPORT
AUTHORITY, for any reason, will receive vacation pay at the base rate of
pay for all vacation hours accrued.

¢. Holidays, Leaves of Absence or Illness Occurring During Vacation.

1.  'If a designated holiday is observed during an employee's vacation
period, the employee will not be charged for vacation time on that
day but will code holiday on his/her time card and receive holiday

pay in lieu of vacation pay.

2. Vacation will not be accrued during any unpaid leave of absence.

3. An employee will not convert vacation time to sick time off due to
illness or disability occurring while on vacation.

3. Vacation Pay. Vacation pay will be computed by multiplying the employee's
current base rate of pay by the number of hours of vacation allowance taken.
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4, Yacation Schedaling,

a. [Each calendar year, all employees will project their respective extended
vacation use (five (5) days or more) through the end of the calendar year and
submit this requested vacation leave during the month of Januvary.
Employees who submit requested vacation at this time will receive approval
based on seniority. The approved vacation schedule will be distributed and
posted by the immediate Supervisor on or about February 1%, Reasonable
requests for date and length of vacation usage will not be denied.

b. Vacations of Jess than five (5) days or requested after the month of January
will be scheduled through the Supervisor to the Department Head with due
consideration given to operational needs, staffing requirements, employee's
length of service and employee preferences, in the order listed.

c. Vacations are approved with the understanding that the employee will have
sufficient vacation time accrued at the time of leave to cover the entire period
of vacation leave., Employees that do not have enough vacation time to cover
their leave, will only be allowed to take those days for which paid vacation
time is available. Leave without pay will not be granted for vacation

purposes.

d. Barring extenuating circumstances, Supervisors will respond to all written
time off requests within five (5) calendar days from the date of receipt. If an
extenuating circumstance exists, the Supervisor will communicate the
anticipated response date to the employee.

5. Accumulation of Vacation. An employee's unused vacation hours may not
exceed, at any time, the number of vacation hours accruable in fifty-two (52) pay
periods. No additional vacation hours will be accrued until the unused vacation
hour balance is reduced below the maximum allowable level. There are two
exceptions when this cap does not apply: when an employee is out on a job
related injury (limited to the ninety (90) calendar day pay continuous period)
and/or if the employee has been prevented by the AIRPORT AUTHORITY, as
substantiated by the Supervisor and/or Department Head, from taking his/her
vacation hours. Nothing in this paragraph shall preclude an employee from.
availing himself/herself of the provisions of Article 22, Leaves of Absence.

6. Death of an Employee. If an employee dies and was entitled to accumulated
vacation hours under this Article, the heirs of such deceased employee who are
given priority to succeed to his/her assets under the laws of intestate succession of
this state, or the executor or administrator of his/her estate, upon submitting
satisfactory proof of their entiflement, shall be paid a lump sum payment for such
accumulated vacation hours of such deceased employee at his/her last base rate of

pay.
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C. HOLIDAYS. Regular paid holidays are:

1. Janvary 1 New Year's Day
Third Monday in January Martin Luther King's Birthday
Third Monday in February President's Day
Last Monday in May Memorial Day
July 4 ' Independence Day
First Monday in September Labor Day
Last Friday in October Nevada Day Observed
November 11 Veteran's Day
Fourth Thursday in November Thanksgiving Day
Friday Following Thanksgiving Family Day
December 24 Christmas Eve
December 25 Christmas
Floating Holiday

2. Employees who do not actually work the holiday as listed in C.1., above, will
receive eight (8) hours of holiday pay if full-time and four (4) hours of holiday
pay if part-time at their base salary on the date the holiday actually occurs. These
hours are excluded from overtime and will not create an overtime status.

3. Employees who work on the date the holiday actually occurs as listed in C.1.,
above, will be paid two and one half (2)4) times their base salary for all time
actually worked on the holiday.

4. Any employee who has not taken the Floating Holiday listed in C.1., above, by
the last paycheck in June of any given year, will receive eight (8) hours of holiday
pay if full-time and four (4) hours of holiday pay if part-time at their base salary
for the Floating Holiday on the last paycheck in June of that year. These hours
are excluded from overtime.

sl If an employee desires time off to observe a holiday not listed above, such time
off may be granted, subject to staffing needs of the department.

6. Holiday work will be scheduled on a rotational basis for all qualified employees.
The AIRPORT AUTHORITY shall attempt to schedule holiday work equitably
among employees.

a. Eligibility Requirements.

(1) Holiday pay benefits apply to all regular full-time and regular part-
time employees.

(2)  An employee who is on paid leave of absence will be eligible for
holiday pay for a designated holiday observed during the leave of
absence. Employees on an unpaid leave of absence will not be
eligible for holiday pay for any holiday that occurs during the
unpaid leave of absence.

| RTAA/Teamsters Agreement 18

FY 14-15 thtu 15-16



(3)  An employee not working the holiday must work his/her entire
scheduled shift (unless the employee is sent home from work by
his/her supervisor/manager) or have previously approved leave
immediately prior to and after the holiday in order to receive
holiday pay. Leave must be scheduled and approved at least 24
hours in advance.

Employees originally scheduled to work the holiday that do not
end up working the holiday and do not have leave previously
scheduled and approved at least 24 hours in advance will not be
eligible for holiday pay for that non worked day.

D. MISCELLANECUS BENEFITS. The parties agree that, from time to time, programs
that benefit employees may become available. Prior to implementation of new programs,
the ATRPORT AUTHORITY agrees to inform the UNION and, if requested, to meet with
the UNION to hear its recommendations regarding new programs.

E. RETIREMENT. The AIRPORT AUTHORITY shall pay one hundred percent (100%)
of the State retirement contribution for eligible employees.

H LONGEVITY PAY. The AIRPORT AUTHORITY shall pay regular full-time
employees hired prior to July 1, 1990, and with five (5) or more years of AIRPORT
AUTHORITY service, longevity pay beginning at the rate of fifty dollars ($50) annually
with annual increase of fifty dollars ($50) for each additional year of service up to
maximum of twenty (20) years of service. The AIRPORT AUTHORITY will make such
payments annually on December 1. The ATRPORT AUTHORITY will not credit service
prior to June 16, 1979, for purposes of calculating longevity pay pursuant to the Airport
Authority's Board Resolution No. 18, dated June 14, 1979.

1. The AIRPORT AUTHORITY shall pay regular part-time employees a pro rata
share of longevity pay on the basis of their actual hours in pay status during the
preceding year, divided by 2,080, times the amount of the annual longevity

payment for which the employee is eligible.

2. Employees become eligible for the annual payments on November 15.
Employees who are eligible and have not been separated from AIRPORT
AUTHORITY service as of November 15 will receive longevity pay on
December 1.

8l Separation from AIRPORT AUTHORITY service terminates the employee's
eligibility for longevity pay, unless the separation is a result of a reduction in
forceflayoff, in which case if the employee is re-employed in a regular position in
accordance with Article 14, Reduction in Force/Layoff, he/she will be entitled to
longevity pay based on his/her total length of service as if no break in service had

occurred.
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Total Completed Years Annual

Of Continuous Longevity
Airport Authority Service Payment*
5 $50
6 $100
7 $150
8 $200
9 $250
10 $300
11 $350
12 $400
13 $450
14 $500
15 $550
16 $600
17 $650
18 $700
19 $750
20 $900
* For full-time employees

G. ON THE JOB INJURY

1. All employees shall be covered by a Workers Compensation Program. This
Program will conform to all provisions of the NRS and provide for payment of
industrial accident benefits and compensation for partial and total disability
arising from industrial injuries, illnesses, and occupational diseases.

a,
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In the event an employee is absent from work due to a job related injury,
illness, or occupational disease, which is accepted by the Workers
Compensation "carrier under NRS 616 and/or 617, the AIRPORT
AUTHORITY shall pay that employee the difference between awarded
temporary total disability (TTD) payments and his/her full salary for a
period of ninety (90) calendar days unless the following provisions apply:
1) he/she is able to perform his/her normal duties; 2) he/she is able to
perform modified duties; 3) the AIRPORT AUTHORITY is able to
provide work in accordance with Nevada Administrative Code 616; or 4)
he/she becomes qualified to receive permanent disability compensation,
whichever event occurs first. The AIRPORT AUTHORITY will make
gvery reasonable effort to return an employee back to work at the
AIRPORT AUTHORITY. The supplemental compensation will start from
the first day of absence or illness. During such period the employee will
accrue sick and vacation benefits as if he/she were in full pay status.
Further, during such period the ATRPORT AUTHORITY will continue its_
full contribution toward the employee's group medical insurance coverage
The parties recognize that contractual obligations with the insurance
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carrier may require that an employee be in pay status for a minimum
number of hours in order to be eligible for medical insurance coverage. In
that event, the employee may remain in pay status by endorsing his/her
Worker's Compensation TTD check over to the AIRPORT AUTHORITY.
The ATRPORT AUTHORITY will then pay the employee histher full
salary. If the employee elects not to remain in pay status, he/she may be

required to pay the full amount of his/her medical insurance premiums. If

he/she does not pay such premiums and allows medical insurance
coverage to lapse, reinstatement of such coverage will be subject to the
requirements of the insurance carrier.

Employees performing a temporary modified duty assignment may work
an altered schedule, dependent upon their medical restrictions and the
modified duty assignment, Employees will remain in full pay status while
performing modified duties, even if their medical restrictions call for less
than a full day of work.

In addition, if the employee is temporarily disabled for a period longer
than ninety (90) calendar days and he/she desires to remain in full pay
status, he/she may use accrued sick or vacation time in conjunction with
TTD payments. He/she may then elect to endorse histher TTD check over
to the AIRPORT AUTHORITY in exchange for his/her full paycheck as
set forth above.

If the employee has exhausted pay continuance, he/she may apply for, or
be placed on by the AIRPORT AUTHORITY in absence of this
application, a medical leave of absence under Article 22, Leaves of
Absence, for additional time off work.

H. The AIRPORT AUTHORITY will consult with the UNION regarding terms of amy
Voluntary Early Separation Program prior to implementation.

L. The AIRPORT AUTHORITY and the UNION shall implement a bilingnal services
program consistent with the AIRPORT AUTHORITY"S Bilingual Pay Policy as may be
modified or revised during the term of the Agreement.
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ARTICLE 9 - POSITION OPENINGS AND EXAMINATIONS

A. Position openings under the jurisdiction of this Agreement shall be announced on an open
competitive or ATRPORT AUTHORITY internal employee only basis and shall be
posted by the AIRPORT AUTHORITY at each section work area for not less than ten
(10) calendar days. At the time of posting, copies of each announcement described above

shall be provided to the UNION.

Empldyees serving their initial probationary period, as described in Article 10, section A,
shall not be eligible to apply for any position that is posted as “Internal Only”.

B. Any UNION employee who applies for a posted/advertised vacancy and is not selected
for the position, may request an opportunity to meet with a Human Resources Specialist
to review said employee’s qualification and be given feedback regarding their
performance during the recruitment/testing process. It is understood that such feedback
is no guarantee of future promotions. The denial of a promotion is not grievable under

the terms of this Agreement.
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ARTICLE 10 - PROBATION/PROMOTION/DEMGTION

A, INITIAL PROBATION. Initial Probation is limited to the initial six (6) or twelve {12)
month period, as reflected in Appendix 5, which an employee serves from the date of
his/her initial hire/rehire. No regular employee (unless affected by the provisions of C,
below) shall be required to serve any further initial probationary period. -During the
probationary period, the employee's immediate Supervisor will counsel the probationary
employee at least once every three (3) months to assess the adjustment of the employee to
the position. A written record of the counseling will be signed by the employee and
placed in the employee's personnel file.

Full-time or part-time probationary employees will be eligible for the insurance benefits
outlined in Article 8, section A, on the first day of the next month after completion of two
(2) months of continuous service with the AIRPORT AUTHORITY. A probationary
employee will be credited vacation accrual at completion of six (6) month’s continuous
service for all service time. A probationary employee will be entitled to benefits in the
following Articles: Safety and Health; Uniforms; Physical Examinations; and Licenses
and Fees. A probationary employee will also be entitled to sick leave, holiday pay, and
one hundred percent (100%) paid retirement contribution. A probationary employee will
be covered by Worker's Compensation Insurance as required by State law. A
probationary employee shall not be entitled to the benefits of Article 23, Education and
Development, until completion of the initial probationary period. At the end of a
successful probationary period an employee shall be considered a regular employee under
the terms of this Agreement and shall be entifled to all applicable pay, benefits, and
accruals provided for herein.

B. PROMOTION. Upon promotion, an employee shall serve an appropriate six (6) or
twelve (12) month qualifying period, as reflected in Appendix 5. Should an employee,
promoted either inside or outside of the bargaining group, desire to return to his/her
former position within a three (3) month period after the effective date of the promotion,
the employee shall be allowed to return to the position he/she held prior to the promotion
or an equivalent position.

Should the AIRPORT AUTHORITY find an employee promoted to another position
inside of the bargaining group unsuitable to perform the duties of the new position within
the appropriate six (6) or twelve (12) month qualifying period of such promotion,
pursuant to such written reviews and except as a form of discipline, it will permit the
employee to return to the same classification to that held prior to the promotion.

An employee retuming to a former position, an equivalent position or a former
classification shall be entitled to the same pay and benefits he/she would have been
entitled to absent the promotion. In such event, an employee who subsequently filled the
promoted employee’s position shall be allowed to return to his/her prior employment
status within the AIRPORT AUTHORITY, if available.
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C. DEMOCTION. If a regular employee requests and is allowed a voluntary demotion to a
classification never before held, the affected employee will serve a qualifying period, will
not be credited with classification seniority, but will retain all time in service for purposes

impacted.

Should an employee decide to accept a voluntary demotion to a formerly held
classification in which the employee completed a probationary period or served in the
classification for at least twelve (12) months, the employee will be credited with any
previous time accumulated in that specific classification for purposes where seniority isa

factor, e.g., shift bidding, layoff, etc.

Sustained unsatisfactory performance may result in involuntary demotion by the
AIRPORT AUTHORITY.
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ARTICLE 11 - TEMPORARY ASSIGNMENT TO ZiGHER POSITICN

A, AUTHORITY'S RIGHT TO ASSIGN. The parties recognize the AIRPORT
AUTHORITY's right to assign and direct its employees. However, the AIRPORT
AUTHORITY will endeavor to keep employees working within their respective
positions. Human Resources will notify the UNION, in writing, within three (3) working
days of the end of the pay period, of any initial or extended temporary assignments of
employees to higher positions inside or outside the bargammg unit. Employees ass1gned
outside the bargaining unit to temporary supervisory assignments may not issue
discipline.

B. COMPENSATION. In the event of a temporary assignment of duties to a higher
position, the employee shall be compensated as follows:

1. Pay for work in a higher classification is a short term remedy in those instances
where temporary replacement is required for an incumbent of a position who is
not available to perform the duties of the position. In making the assignment, the
AIRPORT AUTHORITY shall assign the work to the next lower position
provided there are qualified employees available,

Employees serving their initial probationary period, as described in Article 10,
section A, may not be selected for a temporary assignment of duties to a higher
classification.

2. If an absence of an incumbent requires assignment of another employee to duties
which may qualify for pay for work in a higher position, the Department Head
shall decide which employee will be assigned to such assignments exceeding
three (3) calendar days by submitting the appropriate form to Human Resources
within the first five (5) working days of the assignment.

a. The nature of the assignment must be such that the employee in the lower
position becomes responsible for the duties of the higher position.

b. Employees selected for the assignment are expected to meet the minimum
qualifications for the higher position. Selection of persons not meeting the
minimum qualifications may be made only when a person who meets the
minimum qualifications is unavailable. Such selections must be justified in
writing and included in the Department Head’s request.

c. Pay for work in a higher position shall not be utilized as a substitute for
regular merit or promotional procedures and may not be utilized in lieu of
permanently filling a vacancy through normal hiring procedures.

3. Employees are not eligible for additional pay until new assignments exceed three
(3) working days. Higher pay begins on the fourth working day of the new
assignment and shall be retroactive to the first day.
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4, The rate of pay for the assignment shall be five percent (5%) above the current
salary of the selected employee or the lowest salary for the higher position,
whichever is greater.

5. The employee's status in histher regular position continues and his/het
apniversary and salary review dates are determined by his/her regular position.

6. Overtime pay will be effected on the basis of the adjusted hourly rate,

7. Authorization for higher pay assignments shall be for a specified period but not
for more than six (6) months. An extension may be granted by the President/CEO,
in which case the employee will receive an additional five percent (5%) salary

adjustment.

8. If pay for work in a higher position is approved, and if the assignment is
terminated and later reactivated for the same employee within thirty (30) days, no
additional waiting period is required.

9. Human Resources shall be notified immediately when a higher pay assignment is
terminated.

10, Emergencies. Notwithstanding the above provisions, 2 Department Head may
submit a request for higher pay for an employee(s) when an emergency occurs
that meets the parameters of either applicable Federal Aviation Administration

(FAA) Regulations or NRS 288.150(4).

| RTAA/Teamsters Agreement 26

FY 14-15 thru 15-16



ARTICLE 12 - ESTABLISHMENT OF NEW POSITIONS

In the event the ATRPORT AUTHORITY creates a new position under which the UNION is
recognized as the exclusive bargaining agent pursuant to this Agreement or NRS 288, the
UNION shall be first notified in writing at least thirty (30) days prior to beginning the hiring
process. The parties shall enter into lawful negotiations with regard to conditions of employment
negotiable under NRS 288 or pursuant to the past practices of the parties for such new position,
including the new position's equitable relationship to existing positions, hours of work, and the
applicable wage rate for such new position. If, within thirty (30) days after notification of the
new position, no agreement concerning conditions of employment has been reached, the UNION
will initiate the Grievance Procedures in accordance with Article 15 to resolve any disputes

pertaining to this Article, beginning at Step 1.

| RTAA/Teamsters Agreement 27

FY 14-15 thru 15-16



ARTICLE 13 - SCOPE OF POSITION DUTIES

A. The UNION recognizes the AIRPORT AUTHORITY'S right to hire, direct, assign or
transfer an employee pursuant to NRS 288. However, the ATRPORT AUTHORITY will
make a good faith effort to keep employees working within their respective positions.

B. In the event there is an assignment of duties which an employee or the UNION believes
alters the position significantly, the employee or the UNION may request to have the
position studied by Human Resources beginning with the completion of a Position
Description Questionnaire (PDQ) to be completed by the affected employee and his/her
Supervisor or Department Head. If Human Resources fails to complete this study within
ninety (90) days after the PDQ is submitted to Human Resources, or if the employee or
the UNION, disagree with the tesults of the study, the matter may be appealed through
the Grievance Procedure, Article 15. An appeal process through the Grievance Procedure
shall be the exclusive remedy for these matters.

C. The AIRPORT AUTHORITY will notify the UNION, in writing, of its intent to make
any changes that significantly alter the job duties or responsibilities of the job
classifications/descriptions covered by this Agreement no less than thirty (30) days prior
to any such scheduled/proposed changes. Any proposed changes are subject to the
provisions of NRS 288.150, et seq.
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ARTICLE 14 - REDUCTION IN FORCE/LAYOFF

A, Prior to implementation of any reduction in force/layoff, the AIRPORT AUTHORITY
agrees to meet with the UNION to discuss and consider the UNION recommended
alternatives to any reduction in force/layoff. Such alternatives may include, for example,
but are not limited to: readjustment of personnel through fransfer to other positions,
reduction in workweek, leave of absence, voluntary layoff, job sharing and/or other
methods of staffing which may minimize mandatory reduction in force/layoff.

B. Whenever it is necessary for the AIRPORT AUTHORITY to reduce the number of
positions, by classification, under the jurisdiction of this Agreement due to lack of work
or lack of funds pursuant to NRS 288.150; emergency, temporary, on-call and
probationary employees shall be laid off before any employees under the jurisdiction of
the Agreement; regular part-time employees in that designated classification(s) shall be
laid off next and regular full-time employees in that designated classification(s), shall be
laid off last. Regular full-time employees shall be laid off in inverse order of their length
of service by classification. For purposes of this Article, “length of service” refers to the
actual time the employee has in the classification, not necessarily equal to continuous
length of service with the AIRPORT AUTHORITY.

Bumping Rights. Any employee being laid off shall have the option to retain
employment by requesting to assume the position of any employee in the bargain unit
with less seniority (total length of service with the AIRPORT AUTHORITY), provided
that:

1. The employee has held that position with the AIRPORT AUTHORITY within the
previous two (2) year period prior to the effective date of the reduction in
force/layoff or the employee’s current position requires equal or higher
qualifications than the position the employee is requesting to assumne; and

2. The employee still maintains/has the proper qualifications and ability to perform
the job which they are requesting to assume as determined solely by the
AIRPORT AUTHORITY, whose determination is not subject to the grievance

procedure.

Any employee whose position is being assumed also maintains the option to refain
employment by exercising these same bumping rights under the same requirements as

above.

C. For each position, Human Resources shall maintain a rehire list consisting of names of
employees, in order of seniority in a budgeted position, who have been separated from
service by reduction in force/layoff. Such employees shall be given the opportunity to be
rehired before any new employees are hired in that position. Individual names shall
remain on the rehire list for a period of one (1) year unless extended by the
President/CEO. Employees who have been laid off may also apply for any other open
recruitment for which they are qualified.
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D.  The AIRPORT AUTHORITY will notify the UNION of any proposed reduction in
force/layoff at least five (5) days prior to the official notification of employees affected
thereby. Such notification will include the reasons for the reduction in force/layoff and
the number and types of positions affected. The UNION will then make its views and
recommendations known to the AIRPORT AUTHORITY regarding the implementation
of such proposed reduction in force/layoff. It is incumbent upon the UNION to keep all
information related to the reduction in force/layoff confidential until the AIRPORT

AUTHORITY gives notice to the affected employees.

E. All reduction in forceflayoffs will be carried out in strict compliance with applicable laws
and regulations,

F. The AIRPORT AUTHORITY shall give affected employees forty-five (45) calendar days
prior written notice of reduction in force/layoff. Notice shall be deemed as received

seven (7) calendar days after certified mailing to the employee’s home address of record.

G.  The AIRPORT AUTHORITY will cooperate with any employee who is laid off as a
result of a reduction in force/layoff and the State Employment Service (or equivalent
agency) in determining the rights to be afforded such employee and will inform such
employee of the method and procedures to follow in applying for any available benefits.

H.  Any employee separated from service by reduction in force/layoff shall receive:

1. Payment of six (6) months of COBRA coverage for existing medical, dental, and
vision insurance for the employee and his/her dependents already covered by the
plan on the date of notice of reduction in force/layoff.

2. Two (2) weeks pay for each full year of service, to a maximum of twenty (20)
weeks. Any partial year of service will be prorated at the same rate.

3. All accrued vacation time as a lump sum payment.

4. All accrued sick time paid at fifty percent (50%) of the employee's current hourly
rate as a lump sum payment.

5 All eligible longevity pay on a prorated basis.

6. All eligible education reimbursement for those individuals currently enrolled on
the date of notice of reduction in force/layoff.

7. Any employee separated from service by reduction in force/layoff shall be
responsible for all applicable taxes associated with payments referenced in 2 — 6,

above.

| RTAA/Teamsters Agreement 30

FY 14-15 thm 15-16



ARTICLE i5 - GRIEVANCE PROCEDURE

A, Definition. For purposes of this Agreement, a grievance is defined as a dispute between
the UNION and the AIRPORT AUTHORITY involving the meaning, interpretation,
application or enforcement of this Agreement that arises during the term of this
Agreement. Except where otherwise stated in this Agreement, all grievances shall be
subject to final and binding arbitration pursuant to this Article 15 during the term of this
Agreement. For the purpose of this Article, “calendar day” means any calendar day
excluding Saturdays, Sundays and holidays.

B.  Time Limit for Filling Grievance. Grievances shall be filed within ten (10) calendar
days of the date the grievant knew, or reasonably should have known, of the event giving
rise to the grievance.

C. Documentation of Grievance. Any grievance shall be reduced to writing and submitted
to the Director of Human Resources on the form attached as Exhibit 7. The UNION is
the only party with the authority to advance a grievance to arbifration, however, an
employee may separately access the arbitration procedure upon the signing of a waiver
relieving the UNION of all costs related to arbitration and all effects and affects of any
decision impacting the responsibilities of the UNION in applying the terms and
conditions of this Agreement.

For the purpose of attempting to resolve grievances prior to arbitration, the parties shall
make full disclosure to each other of all facts and evidence known to them that bear on

the grievance.

D. Procedure for Adjusting Grievances. All grievances shall be adjusted exclusively in
the following manner:

1. Step One Grievance Meeting. An informal fact-finding meeting shall be held
within ten (10) days of the submission of the written grievance. The meeting shall
involve the grievant; one (1) AIRPORT AUTHORITY representative, who shall
be employed in the AIRPORT AUTHORITY’s Human Resources Department;
one (1) AIRPORT AUTHORITY management representative from the grievant's
department or from a higher level of management; and one (1) UNION
representative. The AIRPORT AUTHORITY s representatives, the UNION and
the grievant may bring witnesses who can present relevant facts concerning the
situation precipitating the grievance. If either party would like additional
participants present in the meeting, they must obtain the other party’s consent at
least twenty-four (24) hours prior to the meeting.

The response to the grievance shall be made in writing within ten (10) calendar
days of the conclusion of the meeting.

2. Step Two Grievance Meeting. Where a grievance remains unresolved after the
meeting described in subparagraph D.1., above, if the UNION wishes to proceed
to the Step Two Meeting it must make a written demand to the AIRPORT
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AUTHORITY for a Step Two Meeting within ten (10) calendar days from the
date of the response to the Step One Meeting. The Step Two Meeting shall be
held within ten (10) days of the submission of the request. The meeting shall
involve the grievant; one (1) AIRPORT AUTHORITY representative, who shall
be employed in the AIRPORT AUTHORITY’s Human Resources Department;
one (1) ATRPORT AUTHORITY management representative consisting of the
COO or designee; one (1) UNION representative and, if desired, the UNION’s
attorney. The AIRPORT AUTHORITY’s representatives, the UNION and the
grievant may bring witnesses who can present relevant facts concerning the
situation precipitating the grievance. If either party would like additional
participants present in the meeting, they must obtain the other party’s consent at
least twenty-four (24) hours prior to the meeting.

The response to the grievance shall be made in writing within ten (10) days of the
conclusion of the meeting.

3. Megiation. If not resolved at the meeting described in subparagraph D.2., above,
within five (5) calendar days of the response to the grievance, the parties agree to
submit the grievance to mandatory mediation with the Federal Mediation and
Conciliation Service (“FMCS”) by written submission to the FMCS. Should the
parties not agree on a date for a mediation session within thirty (30) calendar days
of the written submission to FMCS, the UNION may, pursuant to the deadline
and procedures in subparagraph D.4., below, submit the matter to arbitration.
Prior to the arrival of the arbitration hearing date, the parties will continue to
proceed with FMCS mediation.

4, Arbitration. Where a grievance remains unresolved after the meeting described
in subparagraph D.2., above, if the UNION wishes to proceed to arbitration it
must make a written demand to the AIRPORT AUTHORITY for arbitration
within ten (10) calendar days from the date of the response to the grievance. The
UNION and AIRPORT AUTHORITY shall request a panel of seven (7)
arbitrators from the Federal Mediation and Conciliation Services (FMCS).

The parties shall each alternately strike two (2) arbitrators from the FMCS panel,
leaving three (3) remaining arbitrators. The parties agree to make a written
request for available dates from the remaining three (3) arbitrators. The parties
agree to select the arbitrator who provides the earliest date that is no sooner than
30 days from the date of the written request for dates, provided that both parties
and their attorneys are available on that date. If the parties are unable to agree on
an arbitrator within 10 days of receiving dates from the arbitrators the parties shall
each strike one additional arbitrator from the remaining three (3) and the dispute
will be submitted to the final arbitrator remaining. The party who shall strike first
shall be decided by coin-toss. Once the arbitrator is selected, a change in the date
of the hearing shall not affect the arbitrator’s selection by the parties. No
arbitrator shall be chosen to serve in two (2) consecutive arbitrations unless by
mutual consent of the parties. The arbitrator shall be notified in writing of his/her
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selection, and shall have no authority, jurisdiction or power to amend, modify,
nullify or add to the provisions of this Agreement.

No evidence shall be introduced as to the withdrawal, during negotiations of a
proposal during collective bargaining. Nothing in this Agreement changes the
discharged employee’s obligation to mitigate his or her damages. The award of
the arbitrator shall be final and binding upon the AIRPORT AUTHORITY, the

UNION, and the employee(s) involved.

Except in discharge cases, the fees and expenses of the arbitrator shall be shared
equally by the AIRPORT AUTHORITY and the UNION. In discharge cases the
fees and expenses of the arbitrator shall be paid by the losing party, provided that
if reinstatement is ordered by the arbitrator with less than full back pay, the fees
and expenses of the arbitrator shall be shared equally by the parties. Each party
shall bear the expense of preparing its case and shall make arrangements for the
expense of its own witnesses or others selected or called by a party to attend or
appear before the arbitrator.

If a court reporter is requested by either party, the requesting party shall pay the
costs of the reporter. If the record is transcribed, the requesting party will pay the
transcription. costs unless mutually agreed to share the cost. Any other party
desiring a copy will pay for the copy. If the Arbitrator requires a reporter and
transcript, the parties will share the cost equally.

E. Time Limits. The time limits and other provisions set forth in this Article 15 cannot be
extended or waived unless mutually agreed in writing, and failure on the part of the
UNION to comply with the time period set out above shall result in the grievance being
considered waived or abandoned. The AIRPORT AUTHORITY may raise the issue of
the timeliness or waiver up to and including at arbitration, and its failure to raise the issue
previously will not be deemed to invalidate the defense. If the AIRPORT AUTHORITY
fails to respond within the time limitations outlined herein, the UNION may proceed to
the next step of the grievance and arbitration process and shall not be deemed a waiver.
Arbitrations shall be limited to a single grievance for a single employee, unless the
AIRPORT AUTHORITY and UNION mutually agree to the contrary.

F. Any settlement of a grievance between an individual employee and the AIRPORT
AUTHORITY shall be consistent with the terms and provisions of this Agreement, and a
UNION representative shall be present at these discussions and determinations regarding

a settlement.
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ARTICLE 16 - DISCIPLINE

A. The AIRPORT AUTHORITY shall not take any disciplinary action against an employee
without just cause. "Disciplinary action" is defined as: verbal or written reprimands,

suspension from work with or without pay, or discharge.

Disciplinary actions are to be documented on a Disciplinary Action form, a copy of
which is attached hereto as Appendix 3 and made a part hereof. The original of the
disciplinary action. form shall be placed in the employee’s Personnel file, after the
employee has first had the opportunity to read and sign the form. Copies of the
disciplinary action form shall be distributed per the distribution list on the form, with no
additional copies being made or distributed, except by the employee, the UNION, or by
Human Resources for matters related to grievances or for legal purposes.

1. The AIRPORT AUTHORITY will apply the principles of progressive discipline
in all disciplinary matters, the goal being to correct or improve an employee's
unsatisfactory job performance and/or behavior which does not meet the written
standards, or demands of the duties and responsibilities of the position. The
disciplinary measures used shall be commensurate with the deficiency to be

corrected.

Whenever an employee is fo be subjected to an investigatory interview which
interview the employee reasonably believes might result in disciplinary action, the
employee may request representation at the interview. The exercise of the
employee’s right to representation at an investigatory interview may not interfere
with the AIRPORT AUTHORITY’s legitimate prerogative fo hold an
mvestigatory interview without delay.

B. PROCEDURES FOR DISCIPLINE

1. Verbal Reprimand. When the AIRPORT AUTHORITY believes an employee's
job performance and/or behavior, as defined in A, above, requires improvement or
correction, that employee's Supervisor will notify the employee that a verbal
reprimand will be issued. The verbal reprimand will be documented by a written
report of the discussion, including any corrective action to be taken.
Notwithstanding the foregoing, however, this action shall constitute a verbal
reprimand only and the written report shall state that this is strictly a verbal
reprimand documented in writing for purposes of record keeping. The AIRPORT
AUTHORITY shall place the original verbal reprimand in the employee's
personnel file, provided the employee has first had the opportunity to read and
sign such verbal reprimand. Verbal reprimands shall expire twelve (12) months

after date of issuance.

2. Written Reprimand. Following one (1) or more verbal reprimand(s), if the
AIRPORT AUTHORITY believes the unsatisfactory job performance and/or
behavior, as defined in A, above, has not improved and further disciplinary action
is necessary, the AIRPORT AUTHORITY will notify the employee. A written
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reprimand shall state the nature of the offense, provide notification of needed
corrective action, and specify a reasongble time period in which the correction
may be made and any future disciplinary action which will be taken against the
employee if the offense is repeated within the specified time limit.

The AIRPORT AUTHORITY shall place the original written reprimand in the
employee's personnel file; provided the employee has first had the opportunity to
read and sign such written reprimand. Written reprimands shall expire eighteen
(18) months after date of issuance.

3. Suspension. If, despite previous verbal and written reprimands, from the
AIRPORT AUTHORITY, an employee fails to reach required job performance
and/or behavior standards in the specified time period, the AIRPORT
AUTHORITY may suspend such employee from work without pay for a time
period of from one (1) to thirty (30) calendar days. Further, the AIRPORT
AUTHORITY may suspend an employee without pay pending discharge of that
employee. If an employee is subsequently found to have been suspended without
just cause, the AIRPORT AUTHORITY will retroactively reinstate all his/her pay
and benefits for the period of suspension. Suspension reprimands shall expire
eighteen (18) months after date of issuance.

4. Discharge. Failure by an employee to correct unsatisfactory job performance
and/or behavior, as defined in A, above, during previous steps in the progressive
discipline process, may result in discharge as set forth in Article 17.

5. Appeal. An employee may appeal any disciplinary action via the Grievance
Procedure as stated in Article 15, beginning at the next level in the chain of
command above the level at which the disciplinary action was issued.

C. Nothing shall be used against an employee in a suspension or other disciplinary action
unless the employee has been notified in writing. In the event that there has been such
notification, that notification shall not be used against the employee after its expiration
date, as indicated above, discounting periods of leaves of absence. There is no expiration
date for any disciplinary action taken against an employee arising out of a matter covered
under Title VII of the Civil Rights Act of 1964.
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ARTICLE 17 - DISCHARGE

A. The AIRPORT AUTHORITY shall not discharge a regular employee without just cause.
Further, the AIRPORT AUTHORITY may suspend an employee without pay pending
discharge. However, a decision to suspend an employee pending his/her discharge will be
made based on the reasons for such discharge and will be utilized only when the
employee is suspected of gross misconduct, conduct which gives rise to a clear and
present danger to public health and safety or when his/her continued presence at work
during the interim period would seriously and substantially disrupt normal Airport

operations.

B.  An employee being discharged shall have the right to representation by an employee
representative, as defined in Article 6, and one (1) UNION non-employee representative
or retained counsel of his/her choice (if he/she has waived the right to such UNION
representation in writing) during any hearings, investigatory proceedings, investigation of
underlying conduct at all stages, or meetings conducted in conjunction with such
proposed discharge. Further, no such hearings, proceedings or meetings shall be held in
the absence of an employee representative and/or retained counsel unless the right to such
representation has been waived in writing by the employee.

The UNION agrees to provide the AIRPORT AUTHORITY with a list of duly
authorized employee representatives and maintain its currency. Unless otherwise
approved, in writing by the UNION, only listed UNION representatives will be allowed
into any investigatory interview as the employee’s advocate.

The employee, his/her UNION representative and/or retained counsel shall have the right
to respond to the charges and all allegations presented by the AIRPORT AUTHORITY at

any such hearing, proceeding or meeting.

C. PROCEDURE FOR DISCHARGE

1. Before taking action to discharge, the AIRPORT AUTHORITY shall serve notice
in writing of such discharge to the employee and the UNION and establish a date
and time, within ten (10) days of the alleged cause for discharge, for a pre-
termination hearing before the appropriate Director. The notice will contain:

a. A statement of the proposed action;

b. A statement of the charges, including acts or omissions and grounds upon
which the discharge is based;

c. If the employee allegedly violated a rule or regulation of the AIRPORT
AUTHORITY, a copy of that rule or regulation and a statement by the
ATRPORT AUTHORITY that the employee had been made aware of such
rule or regulation prior to the alleged violation;

| RTAA/Teamsters Agreement 36

FY 14-15 thru 15-16



d. A statement that the employee and/or the UNION may request copies of
materials, if any, upon which the proposed action is based; and,

e. A statement that the employee and/or the UNION has five (5) days to
appeal the discharge via the Grievance Procedure set forth in Article 15.

The parties may agree to mutually extend this time requirement. After this
hearing, the Director will issue a written decision, within ten (10) days, whether to
terminate the employee.

2. Upon completion of the pre-termination hearing before the appropriate Director
and the decision to uphold the discharge, an employee on administrative pay will
be discharged.

3. If the employee and/or the UNION has complied with C.1.e., above, appealing the
discharge in writing within the time allotted, he/she may appeal the discharge in
accordance with the Grievance Procedure, as outlined in Article 15, beginning
with Step 2.

4, If there is no appeal from the employee or the UNION within the time allowed,
the employee will be deemed to have waived the right to protest or appeal the
discharge.
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ARTICLE 18 - REST/MEAL BREAKS

A.  RESTBREAKS

1. The AIRPORT AUTHORITY will grant all employees a paid fifteen (15) minute
rest break during each four (4) hour shift. Employees who work a shift in excess
of eight (8) hours will be granted an additional prorated rest break. Rest breaks
will be scheduled and approved by the Supervisor with due consideration given to
work coverage requirements within the department.

2. Employees may not leave AIRPORT AUTHORITY property during paid fifteen
(15) minute rest breaks.

3. Employees that are required to work through their respective rest break(s) will be
allowed, when available, to end their regularly scheduled shift earlier than normal
by the amount of time that would have been spent on their rest break(s).
Employees will still be paid through the end of their regularly scheduled shift.

4, Employees that are required to work through respective rest break(s) and are
unable to end their regularly scheduled shift eatlier than normal, will add any
untaken rest break time onto their time card on the applicable day and will be paid
for this time at their base rate of pay. This may result in an employee being paid
for more than eighty (80) hours in a pay period at a non-overtime rate. Untaken
rest breaks occurring during overtime hours will be paid at the overtime rate of

pay.
B. MEAL BREAKS

1. All employees working a shift in excess of eight (8) hours shall be allowed a non-
compensated meal break of not less than thirty (30) minutes but not more than
sixty (60) minutes. Meal breaks will be scheduled and approved by the
Supervisor and will generally occur in the middle of the employee's work shift.

2. Employees that are interrupted during or required to work through their meal
break will be allowed, when available, to:

a. End their regularly scheduled shift eatlier than normal by the amount of
time lost from the interruption or by the amount of time that would have
been spent on their meal break. Employees will still be paid through the end
of their regularly scheduled shift;

b.  Complete or take their meal break upon return from the interruption; or

c. Add the untaken meal break time onto their time card (this option is only
available to employees that are required to work through their entire meal
break). Overtime provisions may apply to this additional time.
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3. Due to the nature of certain positions, the ATRPORT AUTHORITY has
determined that some employees are required to be available during their entire
shift for immediate response or due to other reasons and are therefore not
consistently able to take a thirty (30) or sixty (60) minute meal break. Under
these circumstances, employees will be paid for all hours worked, including any
time given to take a meal break, not to exceed fifteen (15) minutes in duration.
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ARTICLE 19 - SAFETY AND HEALTH

A.  The AIRPORT AUTHORITY shall at all times provide a safe and healthy working
environment for all employees and shall make all reasonable provisions for the safety and
health of employees and the public. Whenever an employee believes an unsafe or
unhealthy working condition(s) exists, he/she shall immediately notify his/her
Supervisor. In no event shall the AIRPORT AUTHORITY, after notification by an
employee of a perceived unsafe condition, require any employee to perform his/her duties
in such a work environment. Upon notification of such unsafe or unhealthy working
condition(s), the Supervisor shall promptly investigate the situation and evaluate any risk
to the employee or the work place. If the Supervisor finds the area safe for the employee
to continue performance of his/her duties and the employee disagrees, the employee may
request an evaluation of the situation by-his/her designated employee representative. If
any dispute remains, the matter will be referred to the Joint Safety Committee. The Joint
Safety Committee shall promptly convene to attempt resolution. Further, in no event
shall the AIRPORT AUTHORITY require any employee to perform his/her duties
without the use of appropriate safety equipment, including, for example, but not limited
to: steel toed shoes, prescription safety glasses (the AIRPORT AUTHORITY shall pay
one hundred percent (100%) of the premium for safety glasses coverage, the nature of
such coverage to be determined by the Insurance Committee) and non-prescription safety
glasses as provided by the ATRPORT AUTHORITY, respirators and protective clothing,
where such safety equipment is deemed necessary. Neither will the AIRPORT
AUTHORITY allow any employee to perform his/her duties without the use of
appropriate safety equipment where such safety equipment is deemed necessary by the
AIRPORT AUTHORITY. Any employee who shows up at the job without the
appropriate safety equipment shall be sent from the work site to retrieve same. The
ATRPORT AUTHORITY shall not be required to pay any employee for time that
employee is away from the job because he/she has failed to wear required safety

equipment.

B. JOINT SAFETY COMMITTEE. The AIRPORT AUTHORITY and the UNION will
cooperate in the continuing objective of eliminating employee safety and health hazards
from the work place by establishing an organizational-wide Joint Safety Committee to
meet quarterly or more often as mutually agreed or as required to evaluate or investigate
instances of umsafe or unhealthy working conditions and methods of selecting required
safety equipment, pursuant to the dictates of C, below. Such Committee shall be
comprised of four (4) representatives of the AIRPORT AUTHORITY, four (4)
representatives of the UNION and may include representatives from other employee
groups within the AIRPORT AUTHORITY. The purpose of such Committee shall be to
bring to the AIRPORT AUTHORITY's attention the existence of any and afl safety
and/or health hazards in the work place and to insure a safe and healthy working
environment for all employees. The Joint Safety Committee shall review existing
AIRPORT AUTHORITY practices relating to employee safety and health and make
recommendations and suggest changes to the AIRPORT AUTHORITY to improve
conditions related to employee safety and health in the work place. Recommendations of
the Joint Safety Committee shall be provided to the appropriate Department Head with a
copy to the President/CEO to insure appropriate action. Nothing in this Article precludes
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the Joint Safety Committee, absent the action it deems appropriate being taken, from
reporting health and safety hazards to any appropriate authority. When disputes arise
between the AIRPORT AUTHORITY and an employee and/or the UNION regarding
matters of employee safety and/or health, the Joint Safety Committee shall convene to
attempt resolution. If the Joint Safety Committee fails to resolve the matter within seven
(7) days, the employee and/or the UNION shall proceed with the Grievance Procedure set

forth in Article 15, beginning at Step 2.

C. SAFETY EQUIPMENT. In those instances where it is necessary for employees to use
safety equipment and/or apparel to insure their health and safety in the performance of
their duties, such safety equipment and/or apparel shall be provided by the AIRPORT
AUTHORITY at no cost to the employee. It shall be the responsibility of the Joint Safety
Committee to research, evaluate, and recommend all safety equipment and apparel
provided hereby, including high quality safefy shoes, insulated steel toed boots and
shanked snow pak style boots. In order to access safety shoes, insulated steel toed boots
and shanked snow pak style boots, eligible employees shall submit a written request to
his/her respective Supervisor, as the need arises. Insulated steel toed boots and shanked
snow pak style boots, unless otherwise allowed, may only be provided every two (2)
years. All AIRPORT AUTHORITY provided safety equipment and apparel will not be
used for personal use and will be stored in the lockers provided for employees.

Safety equipment and/or apparel which is lost or stolen, or damaged due to negligence or
personal use, must be replaced by the employee. Safety equipment and/or apparel which
is stolen, damaged or worn beyond reasonable repair in the course of normal work
activities through no fault of the employee, shall be promptly reported, in writing, by the
employee and turned in to the employee's Supervisor for authorization of replacement or
repair. The AIRPORT AUTHORITY shall bear the cost of such replacement or repair
and an employee's request shall not be unreasonably delayed or denied. Any denial by
the AIRPORT AUTHORITY must be in writing. In the event the employee and/or the
UNION dispute any such denial, the matter shall be submitted to the Joint Safety
Committee for attempted resolution. If an employee is unable to work in a hazardous area
during the period he/she is without such stolen or damaged/worn safety equipment and/or
apparel, the AIRPORT AUTHORITY shall assign the employee to perform duties in an
area not requiring the use of such safety equipment and/or apparel. In no event will any
employee suffer loss of pay during the period he/she is unable to perform his/her normal
duties because required safety equipment and/or apparel is unavailable or is being
replaced or repaired unless such cause was determined to be caused by the employee's
negligence or personal use of the required safety equipment and/or apparel.

D. HEARING EXAMINATIONS. The AIRPORT AUTHORITY shall provide annual
hearing examinations for any employee represented by the UNION, at no cost to the
employee. The AIRPORT AUTHORITY, at its discretion, may schedule examinations at
Reno/Tahoe International Airport or the office of a qualified practitioner.

E. COMMUNICABLE DISEASES AND TOXIC/HAZARDOUS WASTE

1. In the event an employee or histher Supervisor suspects that, as a result of the
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coutse of duty, the employee has been exposed to, or is the carrier of a serious
communicable disease, the employee may be relieved of duty without the loss of
any pay or sick leave, and shall be taken immediately to a Jocal emergency
hospital or other appropriate treatment facility for diagnosis and treatment. It shall
be the responsibility of the Supervisor to determine if or when the employee is
permitted to leave duty for this purpose.

2, The employee shall be provided with preventive measures designed to protect the
employee against communicable diseases. These measures shall include, but are
not limited to, medical procedures such as hepatitis and other vaccines and blood
tests, and medical equipment such as gloves, masks, and other products,
equipment, and procedures that are intended to detect, prevent, or impede
communicable disease. The use.of protective equipment may be required by a
Supervisor if it appears the non-use of this equipment may endanger the employee
or another employee. Participation in any medical procedures, such as vaccination
and testing, shall be at the discretion of the employee, and the AIRPORT
AUTHORITY shall not be held responsible for any consequences to the employee
as a result of the employee having or not baving received any vaccinations or
tests. This does not waive the employee's rights under Workers' Compensation.
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ARTICLE 20 - PHYSICAL EXAMINATIONS

The ATRPORT AUTHORITY shall provide, at no cost to the employee, any physical
examination statutorily required to perform his/her job.

| RTAA/Teamsters Agreement 43
FY 14-15 thru 15-16



ARTICLE 2i - UNIFORMS/PROTECTIVE CLOTHING/EQUIPMENT

A. UNIFCRMS. The AIRPORT AUTHORITY will designate which employees must wear
uniforms in the performance of their jobs and will provide the uniforms and replace them
as needed. Lost or damaged uniforms due to the employee's personal use of, or
negligence, will be replaced by the employee at hisher own expense. It is the
responsibility of the employee to maintain the uniform issued in a clean and neat
condition, An employee's Supervisor shall determine if an employee's uniform does not
meet minimum standards of cleanliness, neatness, and repair. If the employee's uniform
does not meet the minimum standards of cleanliness, neatness, or repair, the employee
will be required to return home and change into a suitable uniform with a subsequent loss

of pay for the time away from the work site.

B. TOOLS AND EQUIPMENT. When the AIRPORT AUTHORITY deems it necessary,
in the operation of the Airport, to require employees o use specialty or general
equipment or tools to accomplish work assignments, the AIRPORT AUTHORITY shall
provide such equipment or tools. Lost or damaged tools and equipment due to the
employee's use of, or negligence, will be replaced by the employee at his/her own
expense. There shall be no personal use of AIRPORT AUTHORITY tools and/or

equipment.

C. UNIFORMS/TOOLS/EQUIPMENT which are stolen or damaged in the course of
work activities or through no fault of the employee shall be promptly reported in writing
by the employee to his/her Supervisor with the request that such stolen or damaged
uniforms/tools/equipment be replaced or repaired. The AIRPORT AUTHORITY shall
bear the cost of replacement or repair of such stolen or damaged uniforms/tools/
equipment. Further, replacement or repair of such uniforms/tools/equipment shall be
made promptly by the AIRPORT AUTHORITY.
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TiCLE 22 - LEAVES OF ABSENCE

A.  Leaves of absence are available to accommodate the compelling needs of employees
when other forms of allowable absence are not available. The impact of such leaves of
absence on the department shall be a major consideration in the approval process.

To the extent available, leave granted under this Agreement shall run concurrently with
leave granted under the Family Medical Leave Act (FMLA) of 1993, as amended. To the
extent any provisions of this Agreement and the FMLA of 1993 conflict, the provisions
set forth in the FMLA of 1993, as amended, shall control. If a dispute arises concerning
the application of the FMLA of 1993, as amended, the parties agree to resolve said
disputes through the procedures set forth in Article 15.

B. LEAVES OF ABSENCE WITH PAY

1. Military Leave. This paragraph applies to an employee who is an active member
of the Nevada National Guard or any reserve component of the United States
Armed Forces and presents military orders to serve on active duty. Any employee
who is an active member of the Nevada National Guard, or any reserve
component of the United States Armed Forces, shall be relieved from duties upon
presentation of orders from his/her military unit to serve on training duty without
loss of regular compensation for a period not to exceed three (3) calendar weeks
or one hundred twenty (120) hours in any one (1) calendar year. These do not
have to be consecutive weeks or hours. The AIRPORT AUTHORITY shall not
deduct such time from the employee's accrued vacation (as prescribed in the

NRS).

2, Sick Leave, Regular full-time employees shall earn four (4) hours of sick leave
per pay period. Regular part-time employees shall earn two and three-tenths (2.3)

hours of sick leave per pay period.

a. Sick leave shail be granted when the employee is incapacitated due to
illness, injury, pregnancy, childbirth or adoption, Sick leave shall also be
granted when the employee is quarantined, receiving required medical or
dental services or examinations, or upon need to provide care due to injury
or illness of an employee's spouse, siblings, children/step children,
parents, grandparents, other legal dependents, or any person living in the
employee's home for sixty (60) days or more. A doctor's statement may be
required if circurstances so justify.

b. Sick leave shall be charged on the basis of actual time used to the nearest
quarter hour. Holidays occurring during sick leave periods shall not be
counted as sick leave time. Sick leave must be approved by an employee's
Supervisor prior to payment of any accrued sick time.

c. In no case will sick leave be granted in lieu of vacation time. If an
employee is absent from work in excess of five (5) consecutive days for
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any of the reasons listed above, the AIRPORT AUTHORITY will
consider such absence a medical leave of absence and may require the
employee to provide a doctor's statement of his/her condition. Upon
exhausting all of his/her accumulated paid leave, an employee may request
a medical leave of absence without pay, which request shall be granted by
the AIRPORT AUTHORITY unless special circumstances exist.

d. Death of an Employee. If an employee dies and was entitled to
accumulated sick leave under this Article, the heirs of such deceased
employee who are given priority to succeed to his/her assets under the
laws of intestate succession of this state, or. the executor or administrator
of his/her estate, upon submitting satisfactory proof of their entitlement,
shall be paid a lump sum payment for accumulated sick leave of such
deceased employee, per the provisions of F.5., below.

3. Bereavement Leave. When a death occurs in an employee’s immediately family,
the employee may take up to five (5) days of sick leave to be used within six (6)
months of the date of death to arrange and attend a funeral and/or to see to the
affairs of the deceased’s estate. This leave may be taken consecutively or non-
consecutively. An employee’s immediate family includes the employee’s spouse,
parents, stepparents, children, stepchildren, siblings, aunts, uncles, grandparents,
father-in-law, mother-in-law, brother-in-law, sister-in-law, son-in-law, daughter-
in-law, or grandchild.

If an employee has no accrued sick leave, the ATRPORT AUTHORITY may
advance sick leave from future accruals. If an employee has been advanced sick
leave time and terminates prior to accruing the balance of the advanced leave
time, such remaining balance will be deducted from his/her final time sheet and
reflected in his/her termination paycheck. Under special circumstances, the
employee’s supervisor may approve additional vacation leave or unpaid time off
if vacation is not available.

4. Jury Daty. Any employee receiving notice of jury duty shall submit a copy of
the notice to his/her Supervisor promptly and shall work as much of his/her
regularly scheduled shift as such jury duty permits. Combined time on jury duty
and at work shall not exceed the total hours of the work day. Employees
appearing for jury duty shall receive their regular pay for the period of absence
caused by jury duty and may also keep all checks received from the court for jury

duty.

C. LEAVES OF ABSENCE WITHOUT PAY. The following leaves of absence without
pay in excess of five (5) consecutive days may be granted by the AIRPORT
AUTHORITY's President/CEQ for medical/disability or personal reasons. Leaves of
absence of up to five (5) consecutive days may be granted by the Department Head.
Unpaid leaves of absence will not be granted until all paid leave is exhausted. Specific
procedures to be followed are delineated in I, below.
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Medical. A medical/disability leave of absence may be granted for a justifiable
period of time up to a total of one hundred eighty (180) days per incidence.
Failure or inability to report for resumption of job duties at the expiration of the
medical leave shall be considered as a resignation.

Personal. A Department Head may grant a personal leave of absence of up to five
(5) consecutive days provided all appropriate paid leave has been exhausted
Personal leaves of absence without pay may be granted for a maximum of one
hundred eighty (180) calendar days on the approval of the President/CEO.
Failure or inability to report for resumption of job duties at the expiration of the
personal leave shall be considered as a resignation.

D. EFFECT OF LEAVES OF ABSENCE WITHOUT PAY ON EMPLOYEE BENEFITS

1.

Time spent on an unpaid leave of absence of over thirty (30) consecutive calendar
days will not be counted as time employed in determining an employee's
eligibility for benefits that accrue on the basis of length of employment unless
required by law.

An employee on an unpaid leave of absence will not accrue vacation or sick leave
during the leave of absence.

An employee on an unpaid leave of absence will not be eligible for holiday pay
for any holidays that occur during leave of absence.

An employee on an unpaid leave of absence of over thirty (30) consecutive
calendar days shall not be entitled to receive AIRPORT AUTHORITY paid group
insurance premiums, unless required by law (i.e. FMLA), but is entitled to assume
the premium payments if the insurance policy allows. The employee will contact
Human Resources to determine the procedure for continuation of medical
insurance while he/she is on an unpaid leave of absence. If the employee elects to
let the insurance lapse, reinstatement of insurance coverage shall be based on

insurance carrier provisions.

Upon notifying the AIRPORT AUTHORITY of his/her intention to return to
employment, an employee shall be reinstated o his/her specific assignment or an
equivalent position. For employees on a medical leave of absence, a fitness for
duty certification must be presented before reinstatement will occur.

Upon return from any unpaid leave of absence over thirty (30) calendar days, the
employee's anniversary date will be adjusted by one (1) day for each day in
excess of thirty (30) days out of pay status.

E. PROCEDURES AND RESPONSIBILITIES

1. Employee. Employees seeking a leave of absence with or without pay are
required to;
| RTAA/Teamsters Agreement 47

FY 14-15 thru 15-16



a. Notify their Supervisor as far as possible in advance of the need for a
leave of absence.

b. Obtain and complete the appropriate request form and submit it for review
and recommendation to their Supervisor.

C. Provide support documentation such as a physician's written statement,
military orders, adoption papers, etc.

d. As appropriate, maintain contact with his/her Supervisor/Department Head
or Human Resources regarding prognosis and/or possible return date.
Notify Supervisor at earliest possible date of intent/date of return. For
employees on a medical leave of absence, provide a fitness for duty
certification upon intent to return to work.

e. If an extension of the leave of absence becomes necessary, a written
request must be submitted to the Supervisor prior to the expiration of the
leave of absence.

2. Supervisor/Department Head. The employee's Supervisor/Department Head
will review the request and forward it to his/her Department Director with his/her

recommendation/comments:

a. The Department Director will review and act upon a request for leave of
absence without pay in consideration of the following factors:

(1)  The purpose for which the leave is requested;
(2)  The length of time the employee will be away; and

(3)  The effect the leave will have on the ability of the department to
carry out its responsibilities.

3. President/CEOQ. If the request is for an unpaid leave of absence in excess of five
(5) consecutive days, the President/CEQ will review the request and make a final

decision to grant or deny the unpaid leave request.

F. ANNUAL SICK LEAVE CASH OUT

1. Any employee who has accumulated more than three hundred and thirty (330),
but less than six hundred and sixty (660) hours of sick leave, has the option of
"cashing out" those sick leave hours in excess of three hundred and thirty (330)
using the foregoing formula. The amount of the entitled "cash out" shall be
calculated by subtracting the number of sick leave hours used during the
preceding twelve (12) months from the annual leave hours accrual amount of one
hundred four (104) hours and dividing the balance by two (2) and paying the
employee for the quotient at the employee's current base rate of pay, e.g., 104
hours - 4 sick leave used hours — 100 hours/2 = 50 hours x base rate of pay. Atno
time shall the employee's total accrual fall below three hundred and thirty (330)

hours.
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2. Any employee who has accumulated between six hundred and sixty (660) and
eight hundred and eighty (880) hours of sick leave has the option of cashing out
up to one hundred four (104) hours of accumulated sick leave accrued during the
preceding twelve (12) months. The amount of the entitled "cash out" shall be
calculated by subtracting the number of sick leave hours used during the
preceding twelve (12) months from the annual accrual amount of one hundred
four (104) sick leave hours. The maximum cash payment shall be equivalent to
one hundred four (104) hours at the employee's current base rate of pay.

3. Any employee who has accumulated eight hundred and eighty (880) hours of sick
leave will be paid for any accumulated sick leave in excess of eight hundred and
eighty (880) hours at hisfher current base rate of pay. However, in no event will
an employee be allowed to cash out more than one hundred and sixty (160) hours

from the preceding year,

4. Payment date for sick leave under the above subsections shall be on the first
payroll date in December of each year. Election to cash out sick leave must be
made by notifying Human Resources. For purposes of this Article, the preceding
twelve (12) months is defined as the first pay period ending in November of the
preceding year until the last pay period ending in October of the current year.

5. Effective July 1, 2012, the AIRPORT AUTHORITY shall purchase sick leave
hours from any employee with a minimum of at least five (5) years or more years
of service who voluntarily separates/terminates from the service of the AIRPORT

AUTHORITY using the following formula:

50% x total accrued sick hours (up to max of 300) x base rate of pay

Any accrued sick leave hours in excess of 300 shall be forfeited.
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ARTICLE 23 - EDUCATION & DEVELOPMENT

A.  Regular full-time and regular part-time emplbyees are eligible for reimbursement for
educational courses that are related to the required skills or education for the employee’s
current position or to a logical career path with the AIRPORT AUTHORITY.

B. The employee must submit application for tuition reimbursement to the Benefits
Specialist. Approval for tuition reimbursement will be made by the Director of Human.

Resources.

C. Regular employees will be reimbursed for actual costs, but no more than one thousand
five hundred dollars ($1,500.00) (full-time) or seven hundred fifty dollars ($750.00)
(part-time) per fiscal year for those courses begun in that fiscal year. There will be no
reimbursement if the cost is assumed by any other institution, scholarship or grant-in-aid.

D.  Reimbursable expenses shall include tuition, course fees, books and materials. While
courses shall normally be taken on the employee's own time, exceptions may be granted
by his/her Department Head, in which case hours from work must be deducted from
earned vacation or be recorded as an unpaid excused absence.

E. To obtain reimbursement, the employee must take a course from a recognized and
accredited school. Reimbursement will be made upon presentation of receipts for covered
costs and grade notices substantiating a grade of C or better, or PASS in a pass/fail

coutse.
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ARTICLE 24-COMPENSATION

A.  SALARY SCHEDULE. During this Agreement, the AIRPORT AUTHORITY and the
UNION agree to the salary schedules, specifically delineated in Appendices 6a and 6b.

1. Effective July 1, 2015, the minimum and maximum of the salary ranges will be
increased by 1.5%.

2. During FY 2014-2015 and FY 2015-2016, an employee shall be eligible for a 0%
- 3.5% merit increase (pay for performance) within his/her respective salary range
on his’her anniversary date, as determined through a performance evaluation
completed by his’her immediate supervisor based on his’her demonstrated
performance in the previous twelve (12) month period. The purpose of the
performance evaluation process is to annually assess an employee's performance
and, if needed, to provide a tool for performance improvement. An employee
shall receive the following merit increase based upon the petformance level
reflected in his/her performance evaluation:

PERFORMANCE LEVEL MERIT INCREASE
Unsatisfactory 0%
Contributor 1.5%
Valued Performer 2.5%
High Performer 3.5%
3. In the event an employee receives a performance evaluation that the employee

believes is inaccurate, incomplete, less than warranted, and/or does not adequately
represent his/her true performance, the employee may request a review before the
Supervisor’s Supervisor and the Director of Human Resources to discuss the
performance evaluation. This review shall be held within ten (10) working days of
the request after which the Supervisor’s Supervisor will provide a verbal and/or
written response to the employee. .

If an employee disagrees with his/her annual evaluation that he/she fails to meet
standards, the employee may request a re-evaluation. The employee must request
this re-evaluation, in writing, within seven (7) calendar days of signing or
receiving the performance evaluation. The employee sends such a request to the
Director of Human Resources through his/her supervisor. A committee composed
of the employee’s second line supervisor, a representative of the employee’s
choosing who is cutrently an employee covered by this Agreement, and a
representative (the chairperson of the committee) selected by the President/CEQ
will conduct a re-evaluation of the Unsatisfactory rating within fifteen (15)
calendar days of receipt of the request for re-evaluation. The decision of the
committee is final and is not subject to further appeal. The employee will be
informed by the Director of Human Resources of the results of the committee’s
re-evaluation within seven (7) calendar days of receipt of the committee’s
decision. If the committee “re-evaluates” the employee as Contributor or above
then the applicable merit increase will be granted, effective on the date of the
committee’s decision.
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4, An employee who receives an Unsatisfactory on his/her performance evaluation
will be given ninety (90) calendar days to improve his/her performance based on
improvement guidelines as discussed/provided by his/her Supervisor. At the end
of thirty (30) and sixty (60) calendar days, the employee and his/her Supervisor
will meet to discuss the employee’s progress. Upon request by the employee, a
Human Resources representative will be present during these meetings. If an
employee has improved his/her performance rating to Contributor or above at the
conclusion of the ninety (90) day period, the employee will be eligible for a merit
increase, effective on the date of the re-evaluation. If the employee fails to
improve his/her performance rating to Contributor or above at the conclusion of
the ninety (90) day period, disciplinary action may be taken up to and including
termination. '

5. Any increase shall not raise an employee's salary above the maximum of the
range. However, an employee will receive the full amount of any increase. For an
employee who is about to reach the maximum of his/her salary range, or for an
employee who has reached the maximum of his/her salary range, he/she shall
receive the amount of any increase up to the maximum of the salary range with
Public Employee Retirement System (PERS) contribution paid by the AIRPORT
AUTHORITY. Any portion of the increase which exceeds the maximum of the
salary range shall be paid to the employee in a lump sum, less normal deductions
and without PERS contribution.

6. Within the employ of the ATRPORT AUTHORITY, the procedures used to
evaluate an employee shall be uniformly and consistently applied.

7. An employee scheduled to receive a performance evaluation pursuant to the terms
of this Article, shall receive his/her performance evalvation from his/her
Supervisor not later than thirty (30) calendar days after the employee's
anniversary date. The completed evaluation form, which consists of all concerned
parties having signed off on said evaluation form, shall be finalized within sixty
(60) days of the employee's anniversary date. From the date of the Supervisor's
review with the employee, the employee shall have five (5) working days to
provide written comments on his/her performance evaluation, which shall be
attached to the performance evaluation. An employee shall be provided a copy of
his/her completed evaluation, with all signatures and attached pages. If the
AIRPORT AUTHORITY fails to complete the employee's performance
evaluation within sixty (60) calendar days of the employee's anniversary date, the
employee shall receive fifty dollars ($50) on his/her paycheck afier the
performance evaluation has processed through Human Resources.

8. The provision regarding merit increase {pay for performance) shall have no effect
in future fiscal year(s) beyond FY 2015 - 2016 unless the parties mutually agree
in writing to apply this provision to specifically enumerated future fiscal year(s).

B. WORK DAY DEFINED. Where applicable, all areas that are subject to mandatory
bargaining per NRS 288.150, will be subject to negotiation with the UNION.
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1. The official workweek is comprised of seven (7) work days which begins on each
Monday at 0001 hours and shall end at Midnight of the following Sunday at 2400
hours. Except as may be otherwise provided, an employee who occupies a regular
full-time position shall work forty (40) hours exclusive of meal breaks, but
including rest breaks, in each workweek.

2. Employees working a five (5) day, forty hour week (designated 5/40) shall work
eight (8) hours per shift for five (5) shifts within the official workweek, and shall
receive two (2) comsecutive “twenty-four (24) hour periods off', unless
operational constraints render such time off impracticable.

3. Employees working a four (4) day, forty hour week (designated 4/40) shall work
ten (10) hours per shift for four (4) shifts within the official workweek, and shall
receive three (3) "twenty-four (24) hour petiods off" of which two (2) twenty-four
(24) hour periods must be consecutive, unless opetational constraints render such
time off impracticable.

4, The hours between the end of an employee's last regularly scheduled shift and the
beginning of an employee's first regularly scheduled shift following his/her
scheduled twenty four (24) hour periods off shall be considered his/her weekend.

5. For purposes of this Agreement, "work day" means either the eight (8) hour
period or ten (10) hour period commencing at the reporting time of an employee's
regularly scheduled shift, depending on whether that employee is regularly
scheduled to work eight (8) or ten (10) hours per day. Rest breaks are included
within the eight (8) or ten (10) hour work day; meal breaks are not included
within the eight (8) or ten (10) hour work day (unless subject to the provisions of
Article 18.C.). The AIRPORT AUTHORITY shall pay an employee for hours
worked outside his/her normal work day as set forth in C, D, and E, below.

Nothing in this paragraph shall preclude Supervisors from rescheduling shifts,
provided employees are given a minimum of twenty-four (24) hours notice,
except in emergency situations as defined in this Agreement. Except during the
shift bidding process or due to operational necessity, Supervisors will provide
employees a minimum notice of two (2) calendar weeks for permanently changed
shifts.

6. Recuperation periods between regularly scheduled shifis shall be twelve (12)
hours. There is a ten (10) hour minimum recuperation period between shifts,
except in emergency situations that meet the parameters of NRS 288.150(4),
and/or FAA emergency mandates or comparable critical conditions. It is the
intention of the ATRPORT AUTHORITY not to work employees more than
sixteen (16) hours in any twenty-four (24) hour period and in no event will any
employee work more than twenty (20) hours in any twenty-four (24) hour period.

C. OVERTIME. Overtime eligibility shall be paid in accordance with the Fair Labor
Standards Act (FLSA). All overtime eligible employees covered under this agreement
will receive overtime pay for all hours worked in excess of forty (40) hours of work in a

workweel.
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OVERTIME P?AY. Overtime will be paid at the rate of one and one half (1%%) times the
employee’s base rate of pay and will be calculated based on a seven day workweek. Paid
time not worked, such as vacation, sick leave, unworked holidays, military leave, jury
leave, bereavement leave and other similar paid time off work, shall not be included in

the computation of overtime.

APPROVAL. All overtime work must be approved in advance by the employee’s
Supervisor. Employees who work overtime without Supervisor approval may be subject
to discipline up to and including termination.

PYRAMIPDING. Overtime pay or other premium pay such as holiday pay, call back pay
and overtime pay will not be pyramided. For the purposes of this Agreement, the term
“pyramiding” means the payment of overtime or other premium pay paid more than once

-for the same hours.

RECORD OF TIME WORKED. Employees must accurately record afl time worked
on the appropriate form or system used by the ATRPORT AUTHORITY for timekeeping.

D. CALL BACK. Call Back is additional compensation paid to an employee any time an
employee is requested to return to work with less than fwelve (12) hours notice. The
AIRPORT AUTHORITY shall pay an employee Call Back premium for all hours worked
from the beginning of the Call Back fo the end of the Call Back or until the start of the
employee’s regular shift, whichever occurs first, subject to the provisions of section D.6.,
below. Call Back premium pay shall begin when an employee actually reports to work
and not at the time he/she is called to return to work.

1. An employee called back to work while on a standby alert, will be paid a Call
Back premium of one and one half (1)5) times his/her base rate of pay. If this
employee is called back to work on a holiday, he/she will be paid two and one
half (2)%2) times his/her base rate of pay, per the pay provisions of Article 8,
Holidays.

2. An employee called back to work who is not currently on a standby alert, will be
paid a Call Back premium of two (2) times his/her base rate of pay, unless the call
back is required to cover the shift for another employee(s) who has called in sick.
In these circumstances, an employee will be paid a Call Back premium of one and
one half (1)%) times his/her base rate of pay.

3. An employee who is called back to work on a holiday, as listed in Article 8,
Holidays, and is not currently on a standby alert, will be paid three (3) times
his/her base rate of pay, unless the call back on the holiday is required to cover
the shift for another employee(s) who has called in sick. In these circumstances,
-an employee will be paid a Call Back premium of two and one half (2'%) times

his/her base rate of pay.

4. Upon an employee’s declaration of exhaustion or need to rest, all hours remaining
of his/her regularly scheduled shift that day will be paid at his’her base rate of
pay.
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5. An employee who has been called back to work that is unable to report to work at
his/her next regularly scheduled shift time due to the ten (10) hour minimum
recuperation period between shifts, shall receive his/her base rate of pay for those
regularly scheduled shift hours that are inclusive of the ten (10) hour recuperation:
period.

6. The ATRPORT AUTHORITY shall pay an employee called back for work a
minimum of three (3) hours pay at the appropriate Call Back premium rate.

The AIRPORT AUTHORITY shall attempt to schedule call back time equitably among
qualified employees.

E. STANDBY ALERT. When the AIRPORT AUTHORITY schedules an employee to be
on felephone/beeper/radio standby alert in the event he/she may be required to be called
back for work which may arise during other than the employee's normal work day, the
AIRPORT AUTHORITY will pay such employee twenty five. percent (25%) of his/her
hourly base rate of pay for every hour he/she is assigned to remain on standby alert. The
AIRPORT AUTHORITY shall attempt to schedule standby alert time equitably among
qualified employees. Employees may not be on standby alert and call back status
simultaneously. Employees placed on standby alert must remain fit for duty and respond
to any phone call from the AIRPORT AUTHORITY within fifteen (15) minutes.

F. SNOW REMOVAL. The AIRPORT AUTHORITY recognizes November 1st through
April 30th annually as the designated “Snow Season”. The Airport Authority requires
employees to respond in a timely professional manner to the added demands of inclement
weather. A “standby status” is necessary to be available to respond to these demands.
Employees assigned to this “standby status™ shall be those individuals properly trained to
perform snow removal. “Standby status” is not standby alert but only a probable

availability.

The AIRPORT AUTHORITY shall assign qualified employees to “standby status” before
October 15th annually, From this pool of assigned individuals, the AIRPORT
AUTHORITY will draw the necessary personnel for standby alerts, overtime and call
back. The ATRPORT AUTHORITY will determine when standby alerts are necessary,
the number of employees that will be placed on standby alert, and the number of
employees called back. However, The AIRPORT AUTHORITY shall continue to
attempt to assign standby alert and call back equitably among qualified employees.
Standby pay is paid only when an employee is placed on standby alert.

SNOW REMOVAL COMPENSATION. In most cases an employee’s compensation
will be paid under the regular compensation, overtime and call back provisions of this
Agreement. However, the following special circumstances apply as specifically related
to snow removal duties:

1. If an employee is sent home eatly in anticipation of needing to return to work to
perform snow removal duties, that employee will receive their base rate of pay for
the remaining time left of that day’s regular shift. This time will not count as
hours worked for the purposes of determining overtime eligibility.
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2. When an employee remains on duty beyond his/her regularly scheduled shift to
perform snow removal duties, that employee will be paid a Snow Removal
premium of one and one half (1) times his/her regular base rate of pay for all
hours worked beyond his/her regularly scheduled shift.

3. An employee who is requested to return to work with less than twelve (12) hours
notice to perform snow removal duties will receive the appropriaie Call Back
premium for all continuous hours worked prior, into and after his’her regularly
scheduled shift. Call Back premium pay will begin when the employee actually
reports to work, not at the time he/she is called to return to work.

4, When an employee is placed on rotational shifts related to performing snow
removal duties (for one shift or several shifts over a number of days), that
employee will be paid a Call Back and/or Snow Removal premium of one and one
half (1%) times his/her regular base rate of pay for all hours worked during these
rotational shifts regardless of whether the rotational shifts are pre-scheduled or the
employee is actually called at home to return to work.

During the hours of non-work between these rotational shifts, an employee will be
placed on Snow Removal Standby Alert as indicated, below.

5. For any employee whose regular shift has been altered due to snow removal
duties, that employee will be transitioned back into their regular schedule in a
manner consistent with the minimum recuperation period provisions, as indicated
in section D. 5., above.

SNOW REMOVAL STANDBY ALERT. When the AIRPORT AUTHORITY
schedules an employee 10 be on telephone/beeper/radio standby alert in the event he/she
may be required to be called back for snow removal duties which may arise during other
than the employee's normal work day, the AIRPORT AUTHORITY will pay such
employee twenty five percent (25%) of his/her hourly base rate of pay for every hour-
he/she is assigned to remain on standby alert. The ATRPORT AUTHORITY shall
attempt to schedule standby alert time equitably among qualified employees. Employees
may not be on standby alert and call back status simultaneously. Employees placed on
standby alert must remain fit for duty and respond to any phone call from the ATRPORT
AUTHORITY within fifteen (15) minutes.

Snow removal standby alert will be assigned for a minimum period of twelve (12) hours.
However, minimum standby alert pay will end once an employee reports to work due to a
call back or for his/her regular working hours. Minimum standby time shall resume upon
an employee completing their regular work shift and/or call back assignment if any
minimum standby time remains.
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ARTICLE 25 - LICENSES AND FEES

A, If the law requires or the AIRPORT AUTHORITY requests that the employee obtain or
maintain a special license or certification, the AIRPORT AUTHORITY shall pay for all
fees required for acquisition or renewal upon successful completion and presentation of a
receipt for payment.

B. The ATIRPORT AUTHORITY is required under the Department of Transportation (DOT)
Motor Carrier Tifle 49 DFR Part 382 to establish procedures to aftain and maintain an

Alcohol and Drug-Free Workplace.

1. The UNION has negotiated a policy with the AIRPORT AUTHORITY, meeting
the terms of the above referenced DOT regulation, which will automatically
incorporate any modifications or revisions as required during the term of the
Agreement.

2. The UNION and the AIRPORT AUTHORITY agree that the following list of
covered positions are required to maintain/update a Commercial Driver's License:

Airfield Maintenance Electrician

Airfield Maintenance Worker II

Airfield Maintenance Technician

Automotive Technician

Equipment Mechanic

Grounds Maintenance Worker

Lead Airfield Maintenance Technician (Reno-Stead Adrport)
Senior Grounds Maintenance Worker

| RTAA/Teamsters Agreement 57

FY 14-15 thru 15-16



ARTICLE 26 - GENERAIL PROVISIONS

A.  AMENDMENT. The parties shall not modify the terms of this Agreement except upon
mutual written agreement.

B. WAIVER. No waiver by either party of a breach of any covenant, term, or condition of
this Agreement shall be deemed to be a waiver of any other or subsequent breach of the
same or any other covenant, term, or condition or waiver of the covenant, term, or

condition itself.

C. NOTICES. When, by the terms of this Agreement, written notice is required, such notice
will be deemed sufficient if hand delivered or sent by certified mail to the parties at the

addresses appearing below:

L. To the AIRPORT AUTHORITY

President/CEO

Reno-Tahoe Airport Authority
P. O. Box 12490

Reno, Nevada 89510

2. To the UNION

Teamsters Local 533
240 Gentry Way
Reno, NV 89502

D. SAVINGS CLAUSE

1. In the event that any provision of this Agreement is or shall be rendered invalid
by applicable legislation or be declared invalid by any court or regulatory agency
of competent jurisdiction, such action shall invalidate only that provision of this

Agreement.

2. It is the express intention of the ATIRPORT AUTHORITY and the UNION that all
other provisions not rendered invalid shall remain in full force and effect and that
the parties shall promptly enter into negotiations to bring the invalid provision
into compliance.

E. STRIKES AND LOCKOUTS. There shall be no slowdowns, sick outs, stoppages of
work, or strikes, including sympathy sirikes, during the term of this Agreement.

The AIRPORT AUTHORITY shall not lock out any employees during the term of this
Agreement as a result of a labor dispute with the UNION,

F. GOVERNING LAW. It is understood and agreed by and between the parties hereto that
this Agreement shall be deemed and construed to be entered into and to be performed in
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the County of Washoe, State of Nevada, and it is further understood and agreed by and
between the parties hereto that the laws of the State of Nevada shall govern the rights,
obligations, duties and liabilities of the parties to this Agreement and also govern the
interpretation of this Agreement.
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ARTICLE 27 - SECONDARY EMPLOYMENT/OUTSIDE ACTIVITIES

The AIRPORT AUTHORITY will not infringe on an employee's right to devote off-duty hours
to volunteer work, political activities, secondary employment or other legal activities so long as
such activities do not bring the AIRPORT AUTHORITY into disrepute or discredit. Employees
recognize that their primary employment responsibility is to the AIRPORT AUTHORITY.
Employees will not be in uniform or represent themselves as employees of the AIRPORT
AUTHORITY unless they are performing compensable AIRPORT AUTHORITY duties.
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ARTICLE 28 - SHIFT DIFFERENTIAL

The hours that occur between 6:00 am and 6:00 pm Monday through Sunday shall be
considered Day Shift.

Employees shall be eligible for Shift Differential pay, when four (4) hours of their
working hours occur outside the Day Shift, indicated in A, above.

Employees eligible for Shift Differential pay shall be paid an additional one dollar and
fifty cents ($1.50) per hour for all regularly scheduled, overtime and call back hours

worked.

Employees whose majority of working hours fall between 6am - 6pm on Saturday and/or
Sunday, will receive an additional one dollar ($1.00) an hour for all regularly scheduled,
overtime and call back hours worked on these days.

Shift Differential pay will not apply during the periods of time when an employee is on
sick or annual leave, holidays, Workers Compensation and other leaves with pay, even
though the employee is still formally assigned to a qualifying shift.

Shift Differential pay will apply during the periods of time when an employee is required
to attend classes, mandatory meetings, or receive training for the normal performance of
his’her duties during the day shift hours, even though the employee is still formally
assigned to a qualifying shift.
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ARTICLE 29 - SHIFT BIDDING/SHIFT SCHEDULES

A, Any section or unit that utilizes shift schedules outside the 8:00 am. to 5:00 p.m.
workday will permit employees to bid for shifts/days off on the basis of seniority as long
as they meet established job qualifications set by the AIRPORT AUTHORITY, and

gender where applicable.

B. The UNION will be notified regarding any change in a work schedule for a bargaining
unit employee; however, the UNION recognizes the AIRPORT AUTHORITY’S
management right to create, change, and implement specific shift/work schedules and
such decisions are not subject to the grievance procedure (Article 15) nor do they require
an additional shift bid. For purposes of this Article, changes in a work schedule do not
include (a) out of classification assignments; (b) scheduled or unscheduled overtime; (c)
filling in for employee absences less than one month in duration; (d) training of
employees; or () other like changes.

C. Full-time regular employees will bid for shift positions only among full-time regular
employees; likewise, part-time regular employees will bid for shift positions only among
part-time regular employees. Credit for time served in a status other than that in which
an employee is competing will not be counted in determining total seniority unless agreed

upon by the parties,

D.  For the purposes of this Article, seniority shall be defined as time in the position not total
length of time with the AIRPORT AUTHORITY and seniority of Airport Facilities
Custodian will include all non-temporary employment in the classification of Janitor,
Parking Structure Cleaner and/or Terminal Facility Cleaner,

E. Employess will be responsible for notifying their Supervisor of their shift preferences
during or prior to the bid process in the event of absence utilizing the Shift Preference

form, a copy of which is attached hereto as Appendix 2.

F. The Department Head may, for reasonable and articulable operational reasons, reassign
ot deny employees who hold bid. The employee must be notified, in writing, at the time
of the bid denial of the reason(s) for the denial, and, the expected date that the employee's

bid request may be reconsidered.

G. Shift bidding within individual position classifications will occur once per year in
November, or as otherwise agreed upon by the AIRPORT AUTHORITY and the
UNION. The completed shift bids will be posted no later than November 30%, and will

become effective the first full pay period in Jannary.

H. The AIRPORT AUTHORITY, in order to satisfy operational constraints, may establish
two (2) seniority lists, by gender when necessary as a bona fide occupational

qualification.

L The UNION will receive copies of complete and accurate schedules upon conclusion of
each bidding cycle.
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J. Concurrent with the posting of any vacant or new position covered under this Agreement,
the AIRPORT AUTHORITY agrees to open the position and its corresponding shift
schedule for seven (7) calendar days to regular employees in identical position
classifications for the purpose of seniority-based bidding,

Regular employees in identical position classifications will be notified of the posting via
AIRPORT AUTHORITY e-mail. Employees will be responsible for notifying their
Supervisor of their interest. Upon completion of the seven (7) calendar days, the
AIRPORT AUTHORITY will notify all employees who have expressed an interest,
which employee has been selected to fill the shift. As indicated in F, above, a Department
Head may, for reasonable and articulable operational reasons, deny employees who hold

seniority.

The selected employee will be placed into the vacant shift at the point that the ATRPORT
AUTHORITY determines that it is operationally feasible for the employee to switch
shifts (not to exceed 90 calendar days). No additional shift bidding event will occur

based on this employee’s change in shift.

K. In the event more than one (1) employee was hired on the same date in the same
classification, initial seniority will be determined by drawing lots, then on a rotational

basis each shift bidding cycle thereafter.

L. Notwithstanding the above, the AIRPORT AUTHORITY may have an operational
necessity to change an employee’s regular shift schedule. Should this need arise, the
AIRPORT AUTHORITY will provide the affected employee a minimum notice of two

(2) calendar weeks.
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ARTICLE 30 -~ DISTRIBUTION OF AGREEMENT

A.  The AIRPORT AUTHORITY, within sixty (60) days from the signing of this Agreement,
agrees to furnish a copy of this Agreement to all employees represented by the UNION

(as set forth in Appendix 5, attached hereto).

B. The AIRPORT AUTHORITY and the UNION agree to share the cost of reproduction
and distribution of this Agreement to all employees represented by the UNION.

C. All new employees, in positions represented by the UNION, will be furnished a copy of
this Agreement at the time of hire. During new employee orientation meetings, the
UNION will be allowed ten (10) minutes to present information.
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ARTICLE 31 - DURATION OF AGREEMENT

A. This Agreement shall be effective the 1st day of July 2014, and shall remain in full force
and effect through the 30th day of June 2016, and year to year thereafter unless modified
as provided for herein, except that if negotiations are in process and a new Agreement has
not been reached by June 30, 2016, the provisions of this Agreement shall continue in full

force and effect until settlement is reached.

B. The provisions of this Agreement are subject to re-negotiation at any time with the

mutual consent of both parties.

IN WITNESS WHEREQF, the parties hereto have executed this Agreement.

RENO-TAHOE AIRPORT AUTHORITY

By: W n/\ah/w'\a_,

President/CEQ

Date; @’/2—2’{ e f

ATTEST:

Director of Human Resources
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TEAMSTERS LOCAL, 533

v
Business Agent

/4

<
By: @BM %

Secretary-Treasurer
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APPENDIX 1

DEFINITIONS
1. Administrative Workweek: Begins on Monday at 0001 hours and ends on the

following Sunday at 2400 hours (midnight).

2, Anniversary Date: Normally, the date an employee begins employment (date of hire).
However, the anniversary date as it relates to performance evaluation submissions may

change in accordance with promotions and demotions.

3. Annual Leave: Periods of time earned and accrued by the employee depending upon
tenure with the AIRPORT AUTHORITY, provided to allow employees time off for

vacations, personal, and emergency purposes.

4, Base Rate of Pay: The amount of pay the employee is designated to receive within the
salary range for the employee's job classification, excluding any additional types of pay.

5. Benefits: As defined shall mean: unemployment, Workers' Compensation insurance,
annual (vacation) leave, sick leave, Public Employee Retirement System (PERS)
confribution, holidays, health insurance, vision insurance, dental insurance, tuition
reimbursement (to stated limits), Life, Accidental Death and Dismemberment insurance,
Long Term Disability, Medical and Dependent Care Flexible Spending Accounts, and the
Deferred Compensation program. Part-time employee. benefits are computed on a pro-
rata basis according to the number of hours worked. Additionally, part-time employees
do not receive Long Term Disability benefits. This definition is not intended to abridge

or limit any of the rights to bargaining provided by NRS 288.

6. Bereavement L.eave: Time off granted to an employee and charged to sick leave for the
purpose of arranging and attending an immediate family member’s funeral and/or to see

to the affairs of the deceased’s estate.

7. Call Back Pay: Pursuant to Article 24, D., when an employee is off duty and is officially
called back to work by the AIRPORT AUTHORITY, he/she shall be paid a minimum of

three (3) hours at the appropriate call back premium rate of pay.

8. Classification: Positions sufficiently similar in duties, authority, and responsibility,
which permit grouping under a common title and which permit the application with
equity of common standards of selection, transfer, promotion, and salary.

9. Continaous Service: A period of employment which has not been interrupted by more
than thirty (30) consecutive calendar days at any one time, except by authorized leave of
absence with pay, sick leave, vacation, military leave or absence, or leaves covered by

Family Medical Leave Act (FMLA).

10. Demotion: The voluntary or involuntary movement of an employee from one
classification or salary range to another classification having a lower maximum salary

rate.
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11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

RTAA/Teamsters Agreement

Discharge: Separation from the AIRPORT AUTHORITY for a serious offense, such as
willful misconduct, gross misconduct, or conduct which gives rise to a clear and present
danger to public health and safety.

Disciplinary Action: Verbal or written reprimands, suspension from work with or
without pay, or discharge.

EMRB: Local Government Employee-Management Relations Board.

Grievance: A disagreement between either the UNION and the AJRPORT
AUTHORITY or between an employee and the AIRPORT AUTHORITY concerning the
interpretation, application and/or enforcement of the terms of this Agreement.

Mianagers: As used herein shall apply to AIRPORT AUTHORITY "Supervisory" levels
and above.

Military Leave: Three (3) calendar weeks or one hundred twenty (120) hours paid leave
per calendar year granted to a regular full-time employee for the purpose of responding to
orders fo the military services as a member of the active service, a reserve unmit, the
National Guard, or other official unit. Calendar weeks or hours used as military leave
need not be consecutive.

Overtime: Pay received by overtime eligible employees for all hours worked in excess of
forty (40) hours of work in a workweek. Overtime is paid at the rate of one and one half
(1%) times the employee’s base rate of pay and will be calculated based on a seven day
workweek. Paid time not worked, such as vacation, sick leave, unworked holidays,
military leave, jury leave, bereavement leave and other similar paid time off work, shall
not be included in the computation of overtime. Prior approval by the Department Head
or Supervisor is required.

Position: A specific office or employment, whether occupied or vacant carrying certain
duties by an individual who is either a full-time or part-time employee.

President/CEQ: The Chief Executive Officer of the AIRPORT AUTHORITY. As used
herein, includes any Department Director or Department Head to whom the
President/CEQ may from time-to-time explicitly or implicitly delegate the authority
conferred by Section 29, chapter 474, Statutes of Nevada, as amended.

Probationary Employee: An employee who is undergoing a probationary period.

Probationary Period: A working test period during which the employee is required to
demonstrate his/her ability to carry out the duties and responsibilities for the position to
which appointed. During this period of time the employee may be discharged with or
without cause if it is determined by the employee's Supervisor that he/she cannot perform
the essential functions of the position. The probationary period lasts for six (6) or twelve
(12) months, as referenced in Appendix 3.
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APPENDIX 3

DISCIPLINARY ACTION FORM
DATE
TO SECTION
Employee Name
Reason for Action:
Youhave [0 have not O received previous coaching on this matter on
Date(s)

This is a new action. [ This is a continuing action, O ‘What level?

You have been advised that you have the right to representation by the UNION and/or legal counsel before any disciplinary action
may take place.

Employee's Initials Supervisor's Initials

IYPE OF ACTION;

[T VERBAL REPRIMAND This notice constitutes writien documentation of a verbal reprimand for record keeping
purposes only; it shall not be considered a written reprimand.

[ WRITTEN REPRIMAND

[J SUSPENSION WithPay T1 ~ Without Pay [J # Days

O DISCHARGE You are entitled to a pre-termination hearing before the appropriate Director per Article 17,

Discharge, before the AIRPORT AUTHORITY may take any action to discharge.

We believe that every individual wants to know if satisfactory performance is not being given and/or if ATRPORT AUTHORITY practices
and policies are being violated. Every employee will be given the opportunity to correct unsatisfactory performance. Disciplinary termination

is considered only as a last resort.
O Your behavior is not in keeping with ATRPORT AUTHORITY practices and policies for the following reasons:

O Your job performance is unsatisfactory for the following reasons:
(Attach Supplementary Page If Necessary)

THE FOLLOWING IMFROVEMENTS ARE REQUIRED . (Indicate specific program for improvement,
measurement criteria, and consequences if improvement is not achieved.)

RECEIPT ACKNOWLEDGED:

Employee Signature Employee Representative Signature Supervisor Signature

**% EXPIRATION DATE - VERBAL: 12 MONTHS, ALL OTHER: 18 MONTHS FROM DATE OF ISSUANCE**

DISTRIBUTION: Personnel File — Original; Employee - Copy; UNION — Copy (1/11)
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APPENDIX 4

BARGAINING UNIT POSITIONS
Salary . Probationary
Range Position Period

26 Airport Security Specialist 12
26 Accounting Specialist 1 12
32 Accounting Specialist 2 12
21 Administrative Assistant 1 12
32 Administrative Assistant 2 12
21 Administrative Clerk , 6

2] Airport Communications Specialist 1 12
32 Airport Communications Specialist 2 12
18 Airport Facilities Custodian 6

38 Airfield Maintenance Electrician 12
38 Airfield Maintenance Technician 12
24 Airfield Maintenance Worker 1 12
33 Airfield Maintenance Worker 2 12
36 Automotive Technician 12
38 Building Maintenance Electrician 12
38 Building Maintenance Technician 12
24 Building Maintenance Worker 1 12
33 Building Maintenance Worker 2 12
38 Equipment Mechanic 12
33 Grounds Maintenance Worker 12
42 HVAC Plant Operator 12
38 HVAC Technician 12
42 Lead Airficld Maintenance Technician (Reno-Stead) 12
32 Materials Control Technician 12
18 Parking Lot Attendant 12
26 Parking Lot Shift L.eader 12
36 Program Technician 12
26 Property Technician 6

36 Senior Airport Communications Specialist 12
21 Senior Airport Facilities Custodian 6

38 Senior Grounds Maintenance Worker 12
38 Telecommunications Technician 12
24 Warehouse Assistant/Driver 6

71

| RTAA/Teamsters Agreement
FY 14-15 thru 15-16




Salary
Grade

APPENDIX 5a

SALARY RANGES — 7/1/14 —6/30/2015

Position

Minimum Maximum

18

Airport Fagilities Custodian
Parking Lot Attendant

$11.8745

$17.3028

21

Administrative Assistant 1
Adwministrative Clerk

Airport Communications Specialist 1
Senior Airport Facilities Custodian

$12.4255

$18.6326

24

Airfield Maintenance Worker 1
Building Maintenance Worker 1
‘Warehouse Assistant/Driver

$13.3805

$20.0656

26

Accounting Specialist
Airport Security Specialist
Parking Lot Shift Leader
Property Technician

$14.0579

$21.0811

32

Accounting Specialist 2
Administrative Assistant 2

Airport Communications Specialist 2
Materials Control Technician

$16.3032

$24.4476

33

Airfield Maintenance Worker 2
Building Maintenance Worker 2
Ground Maintenance Worket

$16.7106

$25.0588

36

Automotive Technician
Program Technician
Senior Airport Communications Specialist

$17.9956

$26.9857

38

Airfield Maintenance Electrician
Airfield Maintenance Technician
Building Maintenance Electrician
Building Maintenance Technician
Equipment Mechanic

HVAC Technician

Senior Grounds Maintenance Worker
Telecommunications Technician

$18.9067

$28.3521

42

HVAC Plant Operator
Lead Airfield Maintenance Technician (Reno-Stead)

$20.8691

$31.2953

| RTAA/Teamsters Agreement

FY 14-15 thru 15-16

72

.



Salary
Grade

APPENDIX 5b

SALARY RANGES — 7/1/15 —6/30/2016

Reflects 1.5% increase to Range Minimums and Maximums

Position

Minimum

Maximum

18

Adirport Facilities Custodian
Parking Lot Attendant

$12.0526

$17.5623

21

Administrative Assistant 1
Administrative Clerk

Airport Communications Specialist 1
Senior Airport Facilities Custodian

$12.6119

$18.9121

24

Airfield Maintenance Worker 1
Building Maintenance Worker 1
‘Warehouse Assistant/Driver

$13.5812

$20.3666

26

Accounting Specialist I
Airport Security Specialist
Parking Lot Shift Leader
Property Technician

$14.2688

$21.3973

32

Accounting Specialist 2
Administrative Assistant 2

Airport Communications Specialist 2
Materials Contro! Technician

$16.5477

$24.8143

33

Airfield Maintenance Worker 2
Building Maintenance Worker 2

Ground Maintenance Worker

$16.9613

$25.4347

36

Automotive Technician
Program Technician
Senior Airport Communications Specialist

$18.2655

$27.3905

38

Airfield Maintenance Elecirician
Adrfield Maintenance Technician
Building Maintenance Electrician
Building Maintenance Technician
Equipment Mechanic

HVAC Technician

Senior Grounds Maintenance Worker
Telecommunications Technician

$19.1903

$28.7774

42

HVAC Plant Operator .
Lead Airfield Maintenance Technician (Reno-Stead)

$21.1821

$31.7647
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APPENDIX 6
REPORT OF GRIEVANCE FORM

TEAMSTERS LOCAL 533
240 Gentry Way
Heno, NV 83502
{(775) 348-6080 DATE:
FHCNE:
EMAIL:
NAME, ON BBHALF OF
ADDRESS CITY ZIF
EMPLOYER, LENGTHOPSERVICE
WEEKLYHOURS, ____ . . RATEOFPAY ___ .. JOBCLASS SHIFT
TYPE OF GRIEYANCE (cirele)
DISCHARGE SUSPENSION _______ days: WAGE CLADM OTHER: —_—

DATE OF INCIDENT, . DATE OF GRIEVANCE MEETING,
GRIEVANCE FAS BEEN DISCUSSED WITH!
Name of Superviser, Date__» Fhoned

Mannger. Date; Phione#

Steward, Date, _ Fhoned
WITNESSES (if applicable)
NAME PHONE #
NAME . PHOMNE #
NAME PHONEH

LIST CONTRACT ARTICLES/SECTIONS VIGLATED,

and any other related Articles/sections of the contract,
FACTS OF THE CASE: (attach separate sheet if necessary)

REMEDY REQUESTED:,

smd a1l other bonetits to which the grievant is entitled.

I believe to the best of my knowledgs the ebove stxtement is true. T heraby authorize the Unlon 1o settle my complaint as they deem proper
and I agres to accept and b2 bound by the sestlement sgrecd to by the Union, or decided by any gricvance committes puthorized by contract to

settle my grisvance.
Grievant, _Date Time,
Received by, Dats __Time,
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